Assessing impact and transfer of lean 101, 5-S and Eureka Training at Company XYZ by Cannon, Katharine Elizabeth
Assessing Impact and Transfer of Lean 101, 
5-S and Eureka Training 
at Company XYZ 
by 
Katharine Elizabeth Cannon 
A Research Paper 
Submitted in Partial Fulfillment ofthe 
Requirements for the 
Master of Science Degree 
in 
Training and Development 
Approved: 4 SemS?Ster Credits & I // ~ ~J. / '1 //e:;,tl~eA .. U 
, erk" Rinee Surdick 
The Graduate School 
University of Wisconsin-Stout 
May 2009 
Author: 
Title: 
The Graduate School 
University of Wisconsin-Stout 
Menomonie, WI 
Cannon, Katharine E. 
Assessing Impact and Transfer of Lean 101, 5-S and Eureka Trailling at 
Company XYZ 
Graduate Degree/ Major: MS Training and Development 
Research Adviser: Dr. Renee Surdick 
Monthtfear: May, 2009 
Number of Pages: 132 
Style Manual Used: American Psychological Association, 5th edition 
ABSTRACT 
ii 
The Success Method, developed by Robert O. Brinkerhoff (2005), was used to assess the 
impact and transfer oftraining intervention at a mid-sized manufacturing plant in Northern, 
Wisconsin. In 2007, Lean 101 training and a 5-S project were provided by the Northwest 
Wisconsin Manufacturing Outreach Center (NWMOC) located in Menomonie, Wisconsin. A 
second training, called Eureka Winning Ways, was also conducted by the NWMOC in 2008. 
This study aims to identify the impact and transfer ofthe trainings by documenting the 
contributors and barriers to successful implementation. The report provides an introduction of 
the company, literature on performance improvement, transfer of training and innovation as well 
as qualitative survey and interview data. The researcher then summarizes the findings and 
provides practical recommendations for further implementation of Lean, 5-S and Eureka. 
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Chapter I: Introduction 
The field problem study was completed in Company XYZ, a mid-size manufacturing 
plant in Northern Wisconsin. The company has undergone Lean 101 training, a 5-S project 
implementation and Eureka training over the past two years; all provided by the Northwest 
Manufacturing Outreach Center (NWMOC). The Lean training was aimed at improving the work 
environment by streamlining process systems, lead-time, organizational systems and decisions 
making processes. The Eureka trainings focused on improving creativity and brainstorming 
abilities to produce new ideas and project procedures. This study assessed the impact and 
transfer ofthe Lean and Eureka trainings as well as the implementation of a 5-S project. The 
method used to assess the impact, transfer and implementation is called the Success Case 
Method. This method searches for personal examples of success from the training participants at 
the company. 
This study's significance is rooted in the need for management to assess the impact and 
implementation of the trainings and to recognize where successes lie and where barriers are 
present. The current study is the first third-level examination ofthe training processes within the 
company and the data and recommendations will be the training's first in-depth documented 
evaluation. The following content of this chapter will explain the problem statement, objectives, 
significance, limitations and assumptions of the study. 
Statement of the Problem 
Although the company received training from the Northwest Wisconsin Manufacturing 
Outreach Center (NWMOC) beginning in 2007, many ofthe methods presented have not been 
fully executed. The company would like to see the implementation of all trainings to increase, so 
it is important to assess where the company current is to identify a strategic plan for further 
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implementation. The question that needs to be answered is: How have the Lean 101 training, 5-8 
project and Eureka training transferred to the workplace at Company XYZ? 
Purpose of the Study 
The purpose of the study was to assess the critical success factors that contributed to the 
successful implementation of Lean, 5-8 and Eureka trainings in the workplace at Company XYZ. 
The assessed data then allowed practical recommendations to be made for the company. The 
following were the objectives ofthe study: 
1. Assess Lean 101 training and the 5-8 project; 
a. Identify the critical success factors that contribute to the implementation and 
transfer of Lean to the workplace; 
b. Identify the barriers to the successful implementation of Lean in the workplace; 
c. Document Lean success cases; 
2. Assess Eureka training; 
a. Identify the critical success factors that contribute to the implementation of 
Eureka ideas; 
b. Identify the barriers to the successful implementation of Eureka ideas in the 
workplace; 
c. Document Eureka success cases; 
3. Identify resources needed for future implementation of Lean and Eureka projects; 
Significance of the Study 
The study will inform the manufacturing company of the high success cases and the 
challenges their participants face during the implementation ofthe Lean, 5-S and Eureka 
trainings. At the completion ofthe study, the study data created a list of important balTiers and 
contributors that can aid in future improvements. This study will provide management and 
workers at Company XYZ with first-hand accounts of the impact of Lean and Eureka 
implementation; these first-hand accounts make it possible to provide specific recommendations 
for improvement. In addition, this is the first level-three assessment ofthe training impact and 
transfer at Company XYZ. 
Assumptions of the Study 
The assumptions of the study are: 
1. Lean 101, 5-S and Eureka trainings were calTied out based on the needs of the 
company. 
2. All employees are aware of the Lean, 5-S and Eureka implementation. 
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3. Employees will be honest and forthcoming with their experiences concerning training 
implementation. 
4. Employees will feel support from management and no adverse actions will be taken 
based on the results ofthis study. 
5. The company will actively participate in this study. 
Definition of Terms 
5-S projects. A 5-S project is completed on a job site to improve safety, quality, 
employee involvement and productivity; it is also aimed at reducing cost and stress. 
Eureka training. Eureka is an industry growth program that is based on scientific data; it 
is aimed at generating and developing new markets, product and process ideas. 
Innovation. "The process of making changes to something established by introducing 
something new that adds value to customers and contributes to the knowledge store of the 
organization" (O'Sullivan & Dooley, 2009, p. 5) 
Lean 101 training. The practice of Lean is focused on reducing non-value added 
activities; in Lean 101 training, participants go through a manufacturing simulation where they 
use lean tools such as standardized work, visual signals, batch-size reduction and pull Kanban 
systems. (NWMOC, 2008) 
NWMOC. The Northwest Manufacturing Outreach Center, located at the University of 
Wisconsin-Stout, provides in-depth guidance and training to manufacturing companies in 33 
counties throughout Northwestern Wisconsin. 
Transfer of training. The demonstrated use of the knowledge and skills acquired through 
a training course after a person returns to their job. 
Limitations of the Study 
The limitations of this study are: 
1. The results only pertain to Company XYZ. 
2. Participants hold various positions throughout the company and have diverse job 
duties. 
3. Two different programs have been implemented in the company with multiple 
employees attending both training programs. 
4. The results ofthe study are based on data collected from participants ofthe training 
programs 
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5. A considerable amount of time has passed since they trainings were conducted 
Methodology 
The remaining chapters of this report will cover literature, methodology, results, 
conclusions, and recommendations. Chapter 2 is a review ofliterature that pertains to Lean, 5-S, 
Eureka, transfer of training, innovation and the Success Case Method. Chapter 3 discusses the 
detailed methods used for data collection and analysis. Chapter 4 begins with the results ofthe 
survey and concludes with the results of the one-on-one interviews. Chapter 5 completes the 
report with the conclusions drawn from the data and contains practical recommendations for 
Company XYZ. 
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Chapter II: Literature Review 
This chapter will review the current literature in regards to perfonnance improvement, 
Lean, 5-S, and Eureka trainings, innovation and the transfer of training. The section on transfer 
of training will highlight the importance of evaluating the transfer of training, evaluation 
methods and will end by briefly discussing the Success Case Method. 
Peiformance Improvement 
For performance improvement to take place, the business strategy and culture must align 
with the intended outcomes of a training implementation. According to Gill, there are five 
qualities that must be present for an organization to succeed. The five qualities are called the 
"5As": alignment, anticipation, alliance, application and accountability (Gill, 2006). With the 
implementation of any training initiative, there must be an alignment, a connection, of the 
business bottom line and what the participants are being asking to do. There should also be a 
level of anticipation before the training and participants should understand the perfonnance 
objectives of the course. 
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Meaningful performance improvement should create movement oftraining participants 
and organizational performance measures (Burrow & Berardinelli, 2003). In order for this 
performance improvement to occur, an organization should have clearly defmed objectives of 
training practices and detailed metrics to evaluate the training. According to Burrow and 
Berardinelli (2003), "The connection should be both to the trainee performance and learning and 
to the broader organizational performance." (Burrow & Berardinelli, 2003, p. 7). Although the 
performance metrics should be clearly defmed for the training and the trainees, they must always 
connect with the overall organizational objectives if performance improvement is to happen. 
In regards to performance improvement, there is a connection between how the 
supervisors view the training and initiative and how the participants will react; if the supervisors 
view the training as positive, the participants may do the same; the opposite is true as well (Gill, 
2006). As with any training, the supervisory staff must allow participants to apply their new 
knowledge on the job and allow for growth within the techniques and then provide feedback. 
Lyons suggests that continual feedback is an integrated piece of the performance improvement 
process; without feedback trainees will not progress at the same rate as those who do receive 
feedback (Lyons, 2008). Ultimately, upper management needs to follow through with the 
training and assess the outcomes from the total training initiative (Gill, 2006). 
Lean Manufacturing 
Lean manufacturing is a "philosophy that shortens the lead time between a customer 
order and the shipment ofthe products or parts through the elimination of all forms of waste." 
(Alukai, 2003, p. 29). The need for lean manufacturing has sprung from the need to compete 
with global markets, the need for price reductions, the updated focus on quality and on-time 
delivery and the need to standardize manufacturing processes to consistently achieve the desired 
outcomes. "The tenn lean manufacturing is created to represent less human effort in the 
company, less manufacturing space, less investment in tools, less inventory in progress, and less 
engineering hours to develop a new product in less time." (Tinoco, 2004, p. 6). The main 
objective oflean manufacturing implementation is to improve function by cutting eight types of 
waste called "mud a" in Japanese. The eight types of waste include: overproduction, inventory 
waste, defective products, over processing, waiting, people, motion and transpoltation (Alukai, 
2003). 
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Today, lean manufacturing strives to improve, as much as possible, the value-added 
component oflead time, but focuses first on reducing the non-value-added component oflead 
time. The tools and techniques of Lean Implementation are: 
• Just-in-time means that each process receives the right parts needed at the time they 
are needed and in the amount they are needed to produce an order from a customer 
with the highest quality (Ohno, 1988 as cited in Tinoco, 2004). 
• Autonomation: the goal of which is to eliminate defects and thus eliminate defective 
products delivered to the customer. 
• Kanban is a card used to achieve just-in-time that contains all ofthe information 
needed for a project at each stage during its assembly. 
• Work Cell refers to the manufacturing flow and is laid outinto different work areas 
that each perform a specific task to develop the product. Once they complete their 
task the product is transported to the next work cell. 
• Kaizen is a continuous improvement method that requires total business culture 
cooperation; the most important tool in Kaizen is 5-S (Tinoco, 2004). 
Although the primary focus of lean is a manufacturing shop floor, lean can also be 
implemented throughout a whole organization. In this case the techniques will need to be 
modified to prove efficient per setting. To implement lean manufacturing successfully, a 
company must have a good change management structure, the lean implementation must be 
incorporated into the business strategy and mass training must be provided on the building 
blocks oflean (Alukai, 2003). 
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Lean 5S 
5-S practices are the most important tool for Kaizen, or continuous improvement. 5-S 
practices were developed in Japanese industry as a way to create organization and 
standardization throughout a company. All of the practices start with an S; the five S's are seiri, 
seiton, seison, seiketsu and shitsuke (Alukai, 2003). In English, the 5S's translate into sort, set in 
order, shine, standardize and sustain. According to Alukai, there are several building blocks that 
can be carried out independently or in tandem. Their list and definitions are as follows: 
• Visual controls. All tools, parts, production activities and indicators are in view so 
everyone involved can understand the status ofthe system at a glance. 
• Streamlined layout. Plant layout is designed according to optimal operational 
sequence. 
• Standardized work. Performance of a task is consistent according to prescribed 
methods without waste and focused on human movement (ergonomics). 
• Batch size reduction. The best batch size is one-piece flow. If one-piece flow is not 
appropriate, reduce the batch to the smallest size possible. 
• Teams. In the lean environment the emphasis is on working in teams, whether 
improvement teams or daily work teams. 
• Quality at the source. Inspection and process control are can'ied out by the operators 
so they are certain the product passed on to the next process is of acceptable quality. 
• Point of use storage. Raw materials, parts, information, tooling, work standards and 
procedures are stored where they are needed. 
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• Quick changeover. The ability to change tooling and fixtures rapidly (usually in 
minutes) allows for mUltiple products in smaller batches that can be run on the same 
equipment. 
• Pull and kanban. Under this system of cascading production and delivery instructions 
from downstream to upstream activities, the upstream supplier does not produce until 
the downstream customer signals a need, using a kanban system. 
• Cellular or flow. The aim of one-piece flow is to physically link and arrange manual 
and machine process steps into the most efficient combination, thus maximizing value 
added content while minimizing waste. 
• Total productive maintenance. This lean equipment maintenance strategy maximizes 
overall equipment effectiveness. 
Eureka Training 
Eureka training is an innovative, scientific training program designed to stimulate 
businesses to create new product and idea growth. The Eureka training itself stems from the 
Eureka Ranch. The Eureka Ranch was founded by Doug Hall in 1997; Hall was a former 
entrepreneur and marketing inventor for Proctor and Gamble. Eureka training is based on the six 
laws that drive creativity. The six laws are based on ten years of research conducted with top 
level companies throughout the country. The training is conducted in one day and uses Merwyn 
Research to develop scientific data about the ideas generated (Kaplan-Leiserson, 2001). 
The six laws that drive creativity are broken down into the three laws of marketing 
physics and the three laws of capitalist creativity. The first marketing physics law is overt 
benefit. Overt benefit is described as having a customer ask, what is in it for me? The law of 
overt benefit is concerned with having the business participant making the benefit of their 
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product crystal clear for their customer. The second law of marketing physics is the real reason 
to believe. Hall (2001) describes this law as giving the participant the real reason to believe and 
then having the company decide how it is going to deliver on that promise. The third law of 
marking physics is dramatic difference. Hall believes that if you want to keep or obtain a 
customer one must stand out from the crowd. In order to achieve success in the third law of 
marketing physics, the business must combine the fIrst two laws, overt benefIt and real reason to 
believe, in order to exhibit qualities that are signifIcantly different from what already exists on 
the market (Hall, 2001). 
The second piece of the foundation of Eureka training is the three laws of capitalist 
creativity. The fIrst law is to explore stimuli. In this portion, business participants are given items 
that are either related or unrelated to their business. This step is used to generate ideas that would 
not usually surface. The second law, leverage diversity, is a technique that Hall (2001) uses at 
the Eureka Ranch to divide the business groups into well-mixed teams. Before arriving to Eureka 
training, participants are asked to complete B.O.S. cards. B.O.S. stands for Brain Operating 
System and the cards are to assess individual brain function. The B.O.S. card is used to divide 
the participants into groups based on whether they are right-brained or left-brained. Hall feels 
that by placing people in mixed groups, the creativity will flow. The third law of capitalist 
creativity is to minimize fear. By minimizing fear, Hall believes that participants will generate 
their most benefIcial and profItable ideas. (Hall, 2001 & Kaplan-Leiserson, 2001). 
Once the Eureka training participants have generated ideas, the training facilitator enters 
the data into the Merwyn Research tool. The Merwyn Research tool is a "Simulated Test 
Marketing and Expert Coaching system designed to help reduce the maddening 75 to 90% failure 
rate for new business initiatives." (Hall, 2001, p. 33). The Merwyn tool takes a written idea for a 
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new product and strategically breaks the idea down to perform a risk assessment based on market 
behavior. The idea is compared with 4,000 concepts and is ranked based on its rate of success 
(Hall, 2001). 
Although the research and methods are based on work done at the Eureka Ranch, Hall 
decided to make the program accessible to smaller business. The smaller form of the Eureka 
training incorporates the idea of Trailblazers. Trailblazer training incorporates the one-day 
training process that discusses the six laws that drive creativity then schedules a 30 day follow-
up with the team to assess their progress on the ideas developed in the training session. The 
general idea of Eureka training is to develop and deliver new ideas to help a business grow (Hall, 
2001). 
Innovation 
There are several views on the processes, procedures, measurements and outcomes of 
innovation. Innovation is described as a change in a process or product within an organization 
(O'Sullivan & Dooley, 2009). According to Alcorta, Urem and Togliang (2008), innovation may 
have many goals but one main purpose; "The most important objective underlying innovation is 
to improve general competitiveness."(Alcorta, Urem & Tongliang, p. 579). The need for 
innovation stems from several different areas, including technology, the expanding world, 
customers, new ideas, competitor's actions and external environment (Dundon, 2002 & 
O'Sullivan & Dooley, 2009). 
Innovation in the field of technology allows organizations to gain a competitive 
advantage, or if nothing else, maintain their place in the market. The expanding world refers to 
globalization and the increase of completion in many business markets. The use of the internet 
has forced companies to stay one step ahead oftrends in order to survive. Due to this expansion, 
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customers now have more options to choose from and as a result, are more demanding ofthe 
products and services they are buying. Innovation and globalization has also affected the creation 
and development of new ideas; ideas that were formerly constructed by research and 
development can now be constructed by all types of employees throughout a company. An 
organization's competitor's actions can result in a loss of market share and thus resulting in a 
need for innovative practices. The same idea holds true for the organization's external 
environment; political or environmental shifts can trigger a need for innovation (Dundon, 2002 
& O'Sullivan & Dooley, 2009). 
There are several types of innovation categories that differ based upon the author's 
conceptual mode1. One idea comes from Davila, Epstein and Shelton (2006); they state that there 
are three types of innovation: incremental, semi-radical and radical. Incremental innovation deals 
with small improvements in the organization, semi-radical change deals with a change in either 
technology or business practices and radical innovation occurs when there is a change in both 
technology and business practices (Davila, Epstein & Shelton, 2006). Dundon (2002) also 
described three types of innovation: efficiency innovation, evolutionary innovation and 
revolutionary innovation. The first type of innovation, efficiency, is concerned with increasing 
the efficiency of business processes. Evolutionary innovation focuses on improving the processes 
and products of the organization; it must be a new product that is better than the existing product 
in order to be considered evolutionary. The third type, revolutionary innovation, deals with 
drastically new and better ideas for the company (Dundon, 2002). 
Another type of innovation comes from O'Sullivan and Dooley (2009), they describe two 
kinds of innovation: radical and incrementa1. Innovation is considered radical when there are 
"major changes in something established" (O'Sullivan & Dooley, p. 23). On the other side, 
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incremental innovation consists of small changes in the organization's process, product or 
service; the authors state that most organizations experience incremental innovation to spread the 
risk of change (O'Sullivan & Dooley, 2009). Tidd, Bessant and Pantt (2005) have another 
perspective with four categories: discontinuous, architectural, modular and incremental (Tidd, 
Bessant & Pantt, 2005, as cited in O'Sullivan & Dooley, 2009). 
Regardless ofthe model used, the European Commission developed a list often goals 
that innovation aims to achieve (European Commission, 1996, as cited in O'Sullivan & Dooley, 
2009): 
1. Improved quality 
2. Creation of new markets 
3. Extension of the product range 
4. Reduced labor costs 
5. Improved production processes 
6. Reduced materials 
7. Reduced environmental damage 
8. Replacement ofproducts or services 
9. Reduced energy consumption 
10. Conformance to regulations 
In contrast to the goals defmed by the European Commission, O'Sullivan (2002) also 
identified the common reason why innovation in companies fail (O'Sullivan, 2002 as cited in 
O'Sullivan & Dooley, 2009): 
• Poor goal definition 
• Poor alignment of actions to goals 
• Poor participation in teams 
• Poor monitoring of results 
• Poor communication and sense of community 
Culture plays a large role in the process and outcomes of innovative practices. Several 
authors discussed the importance of culture and foundation in the implementation process: 
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"Innovation should be viewed as a philosophy that guides the company forwards and is managed 
'outside' the traditional structure of the organization--perhaps on a cross functional basis." 
(Cottam, Ensor & Band, 2001, p. 89). 
Dobni (2008) uses this definition of innovative culture: "Culture in organizations is 
defined as the deeply seated (and often subconscious) values and beliefs shared by employees at 
all levels, and it is manifested in the characteristics (call them traits) of the organization." 
(Dobni, p. 544). The author then goes on to say: "This is supported by rational tools and 
processes defmed by the strategic architecture of the organization and through expressive 
practices of employees (Coffey et at, 1994). To change the organization's focus, say to one of 
itmovation, often requires a change in the organization's general cultural orientation." (Dobni, p. 
544). According to O'Sullivan and Dooley (2009), there are four major components that either 
motivate or hinder innovative practices in organizations: people, structure, environment and 
culture. These four factors playa role in the development of the total culture, and consequently, 
the success of the innovative practices (O'Sullivan & Dool~y, 2009). 
To measure innovation, Davila, Epstein and Shelton (2006) recommend using a three part 
method approach: plan, monitor and leam. In the planning portion of the method, the authors 
suggest defining and communicating the strategy that will be used for development. Monitor 
means to track the process and leam means to identify new opportunities stemming from the new 
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implementation (Davila, Epstein & Shelton, 2006). To defme the growth of the innovation, a 
balanced scorecard is suggested. A balanced scorecard should focus on performance indicators 
that are directly aligned with the objectives of the organization and innovation strategy. The 
performance indicators serve as metrics so they must be reliable, measureable and verifiable in 
order to work for the balanced scorecard process. When measuring the innovation, there are four 
perspectives that should remain in focus: financial, customer, internal processes and learning and 
growth (Davila, et aI., 2006 and O'Sullivan & Dooley, 2009). 
In order for the balanced scorecard to be beneficial for the organization, they must have a 
sound business model to build on. "A basic tenet of the Balanced Scorecard is that the 
measurement system is only as good as the underlying business model. The business model 
describes how the company will be innovative and how it will generate value from innovation." 
(Davila, Epstein & Shelton, 2006, p. 144). Building on the business model will allow growth for 
the company but without the business model, the innovation initiative is likely to fail (Davila, et 
aI., 2006). 
Transfer of Training 
The objective of any training course is to provide knowledge that can be transferred and 
utilized on an employee's job. The "positive transfer oftraining concerns the effective and 
continuing application, by trainees to their jobs, ofthe knowledge and skills gained in training. 
Transfer oftraining should thus be considered essential for training programs to be effective and 
efficient, and intended return on investments in training programs will only be achieved to the 
extent that training is transferred." (Nigman, Nijhof, Wognum, & Veldkamp, 2006, p. 529). The 
transfer of training rests on multiple components concerning the actual training itself: the people 
involved in the training and work environment surrounding them. This study found that "learning 
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outcomes are found to have a strong direct positive effect on transfer outcomes; motivation to 
transfer and the transfer climate also directly positively predict transfer oftraining." (Nigman, et. 
aI., 2006, p. 543). 
There are different theories on how to measure the transfer oftraining in the workplace. 
In a related piece of literature, it is believed that personal characteristics such as the internal 
locus of control and self-efficacy greatly affect training outcomes. Another factor in the transfer 
oftraining is motivation and the amount of motivation that occurs pre-training as well as post 
training. Pre-training motivation can create buy-in and produce higher results; the same is true 
with post-training motivation such as interventions. Environmental factors such as relationship 
building and cultural encouragement can also aid in the transfer of training (Cheng & Ho, 2001). 
In a meta-analysis conducted by Burke and Hutchins (2007), 170 peer reviewed articles 
were examined to identifY the main factors leading to the successful transfer of training. The 
authors used the following definition to defme the transfer of training: "training transfer 
generally refers to the use of trained knowledge and skill back on the job." (Burke & Hutchins, p. 
265). Based on this definition, the authors divided the articles found into three categories: learner 
characteristics, intervention design and delivery, and work environment. Within each category, 
specific variables were identified as having a strong or moderate effect on the transfer oftraining 
(Burke & Hutchins, 2007). 
In the category of learner characteristics, 14 variables were identified as contributors to 
the transfer oftraining; eight of these variables had a strong or moderate effect on the transfer of 
training (Burke & Hutchins, 2007): 
1. Cognitive ability 
2. Self-efficacy 
3. Pre-training motivation 
4. Anxiety/negative affectivity 
5. Openness to experience 
6. Perceived utility and value 
7. Career and job variables 
8. Organizational commitment 
In the category of intervention design and delivery, 11 variables were identified as 
affecting the transfer oftraining; five of these were identified as having a strong or moderate 
relationship to trainings transfer (Burke & Hutchins, 2007): 
1. Learning goals 
2. Content relevance 
3. Practice and feedback 
4. Behavioral modeling 
5. Error-based examples 
For the category of work environment, six variables were identified as having an effect 
on the transfer oftraining; four of these variables were linked as strong or moderate to the 
transfer (Burke & Hutchins, 2007): 
1. Transfer climate 
2. Supervisory support 
3. Peer support 
4. Opportunity to perform 
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The overall analysis of training transfer provides a broad base of research on the transfer 
of training in the workplace (Burke & Hutchins, 2007). 
19 
Evaluation 
Evaluation of training programs is a key component to the trainings success; ''Training 
itself has no inherent value; its worth is dependent on performance gains it catalyzes, the 
performance gaps it addresses, and the opportunities it can help create in a given environment." 
(Graber et aI., n.d. as cited in Berge, 2008, p. 390). As stated above, the purpose of training is to 
fill performance gaps. With this in mind, training departments need to perform in-depth 
evaluations concerning the outcomes of training programs. "Training evaluation should be 
viewed in a context that is a part of effective training design and as a basis for improved 
organizational decision-making about human performance improvement and resource 
utilization." (Burrow & Berardinelli, 2003, p. 8). A training program should have a multi-level 
approach and begin during the development of the training course to ensure there are clear 
expectations ofthe results. It is also important that training evaluation remain objective and 
focus on both the outcome and the process (Burrow & Berardinelli, 2003). 
One of the best known evaluation models was developed by Donald Kirkpatrick. 
Kirkpatrick developed a four-level model describing four different stages oftraining evaluation. 
The four levels are: reaction, learning, behavior-performance and results. The reaction level aims 
to illdentify how training participants feel about the training immediately after the training has 
been completed. The second level, learning, seeks a change in knowledge and skills after the 
training through the use of oral and written tests. Level three is behavior-performance. This level 
tries to identify the behavior changes on the job that result fi'om the training; this form of 
evaluation is usually completed by using observation and interviewing techniques (McCoy, 
1993). "It can be argued that trainee work performance (Kirkpatrick's level 3 behavior) is the 
most meaningful and critical factor in judging the effectiveness of training." (Burrow & 
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Berandinelli, 2003, p. 11). The fourth and final level is results; this level aims to identify the 
return on investment from the training practices and is the hardest level of evaluation to complete 
(McCoy, 1993). The whole evaluation process, regardless ofthe model, should remain objective 
to provide important information for the organization to make improvements to the training 
program (Burrow & Berandinelli, 2003). 
Success Case Method 
The Success Case Method is a way to collect and analyze concrete data in a relatively 
short amount oftime. The method of data collection was deVeloped by Robert O. Brinkerhoff 
(2003) because he felt that Kirkpatrick's model of evaluation only focused on the training itself; 
Brinkerhoff felt that evaluation should look at the larger performance environment and take a 
systematic approach when doing so. The base of the Success Case Method (SCM) is storytelling 
and case study to obtain qualitative data (Brinkerhoff, 2003). The goal of SCM is to identify high 
success cases that are congruent with the desired business results of the company. Brinkerhoff 
(2005) writes: "The SCM searches out and surfaces these successes, bringing them to light in 
persuasive and completing stories so that they can be weighted (are they good enough?), 
provided as motivating concrete examples to others, and learned from so that we have a better 
understanding of why things worked, and why they did not." (Brinkerhoff, p. 3). Along with 
success cases, SCM searches to identify non-success cases. The non-success cases lay the ground 
work to further investigation as to why a training initiative did not work (Brinkerhoff, 2003 & 
Brinkerhoff, 2005). 
The Success Case Method methodology is broadly categorized as a two-part structure. 
The first part ofthe structure is to document the business effect and the second part is to grain 
knowledge of contributors and barriers that affect the transfer of training. SCM is aimed at 
answering the following four basic questions (Brinkerhoff, 2005, p.6-7): 
• What is really happening? 
• What results, if any, is the program helping to produce? 
• What is the value ofthe results? 
• How could the initiative be improved? 
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To obtain information to fulfill the two part structure, there is a simple, yet encompassing 
methodology. To begin, the researcher must develop an impact model. The impact model is used 
to assess the business goals of the training and the outcomes desired by the management team. 
The impact model then helps to develop the survey that will identify the success cases within the 
training group. The survey tool is not anonymous; the participant must include their name and 
contact information for the subsequent interview process. The Success Case Method survey is 
aimed at identifying (Brinkerhoff, 2005, p. 98): 
• Who is using the methods 
• Who is not using the methods 
• Who has had the greatest success at implementing the training 
• Who has had the least success at implementing the training 
Before sending out the survey, the researcher must identify a way to rank the participants 
and their answers as this will be how the high and low success cases are identified for the 
interviews. The interview portion of the Success Case Method is used to document and discover 
concrete examples of successes, non-successes, contributors and barriers. Brinkerhoff (2005) 
describes seeking information from the interviews to place in to "buckets". For the success cases 
there are five buckets and for the non-success cases there are two buckets (Brinkerhoff, 2005). 
The five success case buckets are (Brinkerhoff, 2005 p. 142): 
1. What was used? 
2. What results were achieved? 
3. What good did it do? (Value) 
4. What helped? 
5. Suggestions? 
The two non-success case buckets used are (Brinkerhoff, 2005 p. 145): 
1. Barriers? 
2. Suggestions? 
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The final portion of the Success Case Method is to document and articulate the findings 
through a written report. Most often, the data is written in the form of success case stories. The 
research identifies a couple of stories that show great success and is written in a way that 
demonstrates the strengths and weaknesses ofthe implementation. The Success Case Method can 
be used in a short time frame to convey the results to management and key stakeho Iders; this is 
extremely beneficial because it allows the results of the data to be used in a timely manner 
(Brinkerhoff, 1983, & Brinkerhoff, 2003). 
Summary 
This chapter reviewed the current literature on performance improvement, Lean, 5-S and 
Eureka trainings; it also discussed innovation, evaluation and the transfer oftraining. The 
literature review then was concluded by discussing Kirkpatrick's evaluation model and the 
Success Case Method. The next chapter will discuss the methodology. 
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Chapter III: Methodology 
The Success Case Method, developed by Robert O. Brinkerhoff (2005), was chosen to 
assess the impact and transfer of the Lean 101 training, 5-S project and Eureka training at 
Company XYZ. The objective of the present research is to identify the critical success factors 
that lead to the implementation and impact ofthe Lean 101 training, 5-S project and Eureka 
training. It is designed to also identify the barriers and contributors that inhibit or aid in the 
implementation. In addition to identify the impact, barriers and contributors, three success cases 
will be fully documented. For this research study Company XYZ was chosen because they 
participated in Lean 101 training, a 5-S project and Eureka training provided by NWMOC. The 
remainder ofthis chapter will discuss the planning, impact model, subject selection and 
description, instrumentation, data collection procedures, data analysis, and limitations. 
Implementation of the Project 
The project began by meeting with the facilitator of the Lean 101 training, 5-S project 
and Eureka training. The training was provided by the NWMOC, meeting with the facilitator 
provided information about the trainings themselves and initial insight into the company. The 
next step was meeting with the company and developing a project timeline (Appendix A). The 
timeline shows the breakdown ofthe research process and the people needed at each step. 
Impact Model 
The impact model is the foundation ofthe Success Case Method (Appendices B and C). 
To create the impact model, the researcher constructed a model from a previous Lean 101 study. 
Once this model was constructed, the researcher met with the Lean implementer and human 
resource manager at Company XYZ to identify the company's goals ofthe Lean 101 training, 5-
S project and Eureka training. After careful consideration and planning, the impact model was 
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fmalized. There are two impact models because there were two trainings aimed at achieving 
different results; the Lean 10ltraining and 5-S project focused on implementation of improving 
processes and the Eureka focused on innovation. 
Survey 
The purpose of a survey in the Success Case Method is to identify the individuals with 
the highest level of success in implementing the Lean 101 training, 5-S project and Eureka 
trainings. In order to identify the success cases, Brinkerhoffs method uses surveys to identify 
and pin point the individuals that will need to be interviewed. For this study, a single-purpose 
survey was used; the single-purpose survey is designed to identify the high and low success 
cases (Brinkerhoff, 2005). 
Subject selection and description. All employees at Company XYZ were selected for the 
initial survey. This was done to prevent employees that attended the training from being singled 
out by their peers. The company's size was 77, and because this is lower than 100, it was decided 
to survey everyone. Due to the diverse sample size, the participants are from various departments 
and various levels of the company. 
Instrumentation Lean 101 training and 5-S project survey. The Lean 101 training and 5-S 
project survey (Appendix D) was developed based on Success Case methodology and a previous 
Lean 101 training survey. The survey begins by asking the participants for their contact 
information so they can be contacted for a future interview. Then the first question asks ifthey 
attended the Lean 101 training; the second question then asks if they were a part ofthe 5-S 
project. The next three questions were close ended and each had four options for the participant 
to choose from and for some of the responses it asked for an explanation for the answer. To see 
the complete question list please refer to Appendix D. The final question on the Lean 101 
training and 5-S project survey was op~n ended and this allowed participants to share any 
additional comments they may have. 
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Instrumentation Eureka training survey. The Eureka training survey (Appendix D) was 
developed based on the Success Case method and innovation in manufacturing literature. The 
survey begins by asking the participant if they attended the Eureka training. The next three 
questions were close ended and each had four options for the participant to choose from; for 
some ofthe responses it asked for an explanation for the answer. To see the complete question 
list please refer to Appendix D. The final question on the Eureka training survey was open ended 
and this allowed participants to share any additional comments they may have about the training 
and the implementation. 
Data collection procedures. The week before the administration of the survey, the human 
resource manager distributed a letter from company management explaining the upcoming 
research study. The surveys were then manually administered by the human resource manager at 
the start ofa full work week. Both the Lean 101 training and 5-S Project and the Eureka training 
survey were placed in the same document to decrease the response burden. Each survey had an 
informed consent letter attached (Appendix E) and a pre-addressed, postage paid envelope 
addressed to UW-Stout. 
Data analysis. Once the surveys were completed by participants and returned in the pre-
paid envelope to the researcher, the survey data was entered into two spreadsheets created by 
Sarnsonova (2007), one for the Lean 101 training and 5-S project and one for the Eureka 
training. Each of the participants' answers were weighted if the answer they selected showed 
implementation efforts or intention of implementing the training. All qualitative responses were 
also added to the spreadsheet with their quantitative response. The open-ended question was 
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weighted as either positive or negative by the researcher. Upon completion ofthe spreadsheet, 12 
participants were identified as the highest and lowest success cases for each of the survey sets. 
Interview 
The purpose of the interview is to take an in-depth look at the contributor and barriers to 
the successful implementation ofthe Lean 101 training, 5-S Project and Eureka training. The 
interview is also interested in identifying the impact the trainings and project have had on the 
participants of the study. 
Subject selection and description. The participants for the interview were identified as the 
highest six success cases and lowest six success cases for each of the surveys on the survey 
spreadsheet. The participants were identified and then contacted by the researcher to ensure 
participation, once participation was secured, a list of 12 names was given to the human resource 
manager. In this case, the human resource manager acted as the liaison and coordinator for the 
interview times. 
Instrumentation of the Lean 101 training and 5-S project interview. The interview 
protocol (Appendix F) is based on the Success Case methodology and a previous Lean 101 
training interview protocol. The interview begins with a brief overview ofthe research study and 
the time expectations. It then asks if there are any questions before the researcher begins the 
study. The next two questions address the Lean 101 training and 5-S project participation. The 
interview is then divided into two categories: success cases and non-success cases. The success 
cases are asked about their job duties, tools from the training that they may be using on their job, 
noticeable differences from before the training to now, the results achieved, the contributors to 
the implementations success and ideas for future projects. The non-success interview protocol 
asks the participants to identify the barriers to the implantation, recommendations for 
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improvement and for any additional comments the participant may have about Lean 101 training 
and the 5-S project. 
Instrumentation of the Eureka training interview. The Eureka training interview protocol 
(Appendix F) is developed based on the Success Case methodology and manufacturing 
innovation literature. The interview seeks to understand the success areas and where 
implementation has occurred. The Eureka training interview begins by asking the participant 
when they attended the Eureka training. The interview is also divided into two parts, the success 
cases and the non-success cases. The success case protocol asks the participant if the training is a 
good fit for the company, tools from the training that they are using on the job, when they started 
. to implement the ideas formed in the training, the results achieved, the contributors to success 
and ideas for additional projects. The non-success case protocol asks the participant about the 
barriers to implementation, ideas for future improvements and any additional comments about 
the Eureka training. 
Data collection procedures. The interview data was collected from eight participants that 
either ranked very high or very low in success based on the survey data. Each participant was 
interviewed individually by the research in the conference room at Company XYZ. The 
interviews were conducted over a three day period and were scheduled during both first shift and 
second shift hours. Each interview was allocated an hour, but each interview lasted less than 
forty- five minutes. The human resource manager scheduled the participants to ensure little 
disruption to the shop floor. The researcher used a blank interview protocol packet for each 
interviewee and then manually documented all interview responses. 
Data analysis. All interview data was cleaned and themed into three categories: impacts, 
contributors and barriers. The data was then divided into these three categories and the responses 
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were counted to see how often each theme occurred. The three highest success cases were then 
written into a story format and all names were changed to protect the identity ofthe participant. 
The final report includes the themed data, the ideas for improvements and the three success case 
stories. 
Limitations 
A limitation ofthe methodology is the use ofthe Success Case Method (SCM). SCM 
relies on self-reports from the participants of the training and the employees ofthe company. 
When participants are self-reporting the information may be biased or skewed based on their 
perception ofthe training, impact and implementation. Also, when self-reporting, other factors 
such as emotions may affect the answers, for example, Company XYZ experienced lay-offs 
between the time of the training and the research study, this may affect the participants answers 
and perceptions. Another limitation lies in the analysis 0 f the data, SCM relies on the researcher 
to identify the themes of the data and this leaves room to for interpretation and human error. In 
addition, by surveying all ofthe employees, the data may be skewed when assessing the impact 
of the training verses the impact the training had on the workplace. Finally, a limitation may lay 
in the survey distribution and the willingness to participate. Even though the researcher included 
an informed consent letter, that indicated that employees can participate voluntarily and 
withdraw at any time, employees may still feel pressured to complete the survey by management 
or by other employees. 
Summary 
In summary, the Success Case Method involved substantial planning, including the 
development of an impact model, two surveys and two interview protocols. The Success Case 
Method is viewed as a relatively fast way to obtain data from participants and can be used with a 
small or large group of people. Ultimately, the methodology is aimed at collecting significant 
data from the participants, these findings will be discussed in the next chapter. 
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Chapter IV: Results 
The Success Case Method was used to determine the impact and transfer of Lean 101 
training, a 5-S project and Eureka training at Company XYZ. This chapter will review the data 
from two surveys, a Lean 101 and 5-S project survey and then a Eureka training survey. After 
the survey data is reviewed, the results of the Lean 101 training and 5-S project and the Eureka 
training interviews will be reviewed. 
Lean 101 Training and 5-S Project Survey Analysis 
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At the time of the survey administration, 28 people had attended the Lean 101 training 
provided in 2007 by the NWMOC. In addition, seven people had participated in the 2007 5-S 
project also facilitated by the NWMOC. For the purpose ofthis study, the participants of the 
Lean 101 training and 5-S project were surveyed together, combined, 33 people were surveyed. 
Ofthe 33 people surveyed, 16 responded, a return rate of 48%. 
Of the individuals that responded to the survey, 13 participated only in the Lean 101 
training, two participated in both the Lean 101 training and the 5-S project, and one participated 
only in the 5-S project. In total there were five participants categorized as high success cases, 
five were categorized as medium success cases and six were categorized as low success cases. Of 
the 16 surveys returned, all ofthem were accurately completed; all 16 responses were valid 
(100%). The following paragraphs will outline the results ofthe survey. 
The first question asked participants if they had attended the Lean 101 training; 15 
respondents circled yes. The second question asked participants if they had participated in the 5-
S project; 3 circled yes. For the third question, respondents were asked a question in the form of 
a statement: I have used Lean tools and methods. They were then given four responses to choose 
from. Two respondents (13%) answered "Yes, with clearly positive results." Four respondents 
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(25%) chose "Yes, but I haven't experienced any discemab1e results yet." Six respondents (37%) 
responded ''Not, yet but I expect to use Lean tools and methods." Four respondents (25%) 
selected "I don't have any plans to do this." For the individual comments to each question, please 
refer to Appendix G. 
The fourth question asked: which statement best represents your feelings about 
management's commitment to Lean training implementation and transfer to workplace 
processes? Two respondents (13%) answered "I think management has a sincere interest and is 
fully committed to helping employees apply Lean knowledge and skills." Ten respondents (62%) 
chose "I think management means well, but has not fully committed to the process." Three 
participants (19%) chose "I think management sees this process as little more than an 
administrative requirement." Finally, one respondent selected, "I think management has no 
commitment at all to this process. 
The fifth question asked: which statement best represents your own commitment to Lean 
implementation and transfer to workplaces processes? Seven participants (44%) selected "I have 
a sincere interest and am fully committed to applying Lean knowledge and skills." Six 
respondents (37% ) chose "I am mostly positive, but have not committed fully to the process yet." 
Three respondents (19%) selected "I think this process is little more than an administrative 
requirement." No respondents chose then answer "I have no commitment at all to this process." 
The final question asked for additional comments about Lean 1 01 training and the 5-S project; 
for the participants comments refer to Appendix G. 
Eureka Training Survey Analysis 
At the time of the survey administration, 13 people had attended the Eureka Wining 
Ways training provided by the NWMOC in 2008. Of the 13 people that attended the training, 
nine responded to the survey; a response rate of 69%. 
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Of the nine individuals that responded to the survey, four were categorized as high 
success cases, three as medium success cases and two as low success cases. Of the nine surveys 
returned, all were accurately completed, producing a validity rate of 100%. The following 
paragraphs will detail the responses to each question. 
The first question asked: did you attend the Eureka Winning Ways Training? All nine 
respondents (100%) circled yes. The second question asked: which of the following best 
represents the implementation of the ideas formed through the Eureka training? None of the 
respondents answered, "I have fully implemented the ideas of the Eureka training with clearly 
positive results." Two respondents (22%) answered "I have started to implement the ideas 
formed in the Eureka training, but I have not experienced any discernable results yet." Three 
respondents (33%) answered "I have not implemented the ideas formed in the Eureka training, 
but I expect to implement them soon." Finally, four respondents (44%) selected "I do not have 
any plans to implement the ideas fOlmed in the Eureka training." 
The third question asked: which statement best represents your feelings about 
management's commitment to Eureka training implementation and transfer to workplace 
process? One respondent (11 %) answered "I think management has a sincere interest and is fully 
committed to helping employees apply the ideas generated in the Eureka session." Five 
respondents (55%) chose "I think management means well, but has not fully committed to the 
process." Two respondents (22%) answered "I think management sees this process as little more 
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than an administrative requirement." One respondent (11 %) selected "I think management has no 
commitment at all to this process." 
The fourth question asked: which statement best represents your own commitment to 
implementing the ideas developed in the Eureka training? Three respondents (33%) selected "I 
have a sincere interest and am fully committed to following through with the ideas generated in 
the Eureka training." Four respondents (44%) chose "I am mostly positive, but have not 
committed fully to the process yet." Two respondents (22%) selected "I have no commitment at 
all to this process." No respondents chose the answer "I think process is little more than an 
administrative requirement." The final question asked participants to share any additional 
comments about the Eureka Winning Ways training; participant's comments can be found in 
Appendix G. 
Lean Training and 5-S Project Interview Results 
Twelve interviews were conducted for the Lean 101 training and 5-S project. All ofthe 
data is self-reported from the participants of the training. The data was grouped into five 
categories: impacts, contributors, barriers, ideas for implementing new Lean and 5-S projects and 
resources needed to implement Lean and 5-S. Each category was then broken down into sub-
categories. The interview results are as follows. 
Impacts. The data regarding impacts was broken down into seven categories: 1) 
implemented 5-S and Lean projects, 2) efficiency, 3) cleanliness and organization, 4) attitudes, 
5) communication, and 6) safety. 
I) Implemented 5-S and Lean projects. The scheduled 5-S project took place in the Saw 
Department; this was the only project that was formally implemented at Company 
XYZ. Participants reported implementing 5-S and Lean projects individually in the 
following areas: 
• Re-organizing inventory 
• Organized use of manpower 
• Sorting 
• Creating processes 
• Short-run 
• Labeling 
• Scheduling 
• Visual aids 
• Structuring 
• Office 
• Shipping 
2) Efficiency. Eight respondents (67%) noted that efficiency increased after the Lean 
101 training and 5-S project. 
• One participant heard that the Saw Department has increased 30-40% in 
efficiency. Order processing, on average, has been cut by half a day. 
• We are more efficient all the way around, we have done limited work- but it 
has already been completed. It helped to reduce costs, we are now watching 
our supplies better and coordinating with others, and we are recycling and 
scheduling better. 
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• I learned a lot about using the sorting, getting rid of stuff that you don't need 
and about being more efficient and identifying areas that you are inefficient 
m. 
• It made me more aware of continuous improvement practices; I am now 
always looking for more efficient ways of doing things. 
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• The biggest improvement was the efficiency of the paperwork; there are now 
boxes on the wall based on customer and priority. 
• It affected efficiency because you know where things are. 
• Saw room is the main operation for the company, they put material out for the 
whole shop- the increased efficiency helped out everyone; they can really put 
it out when we need it. 
• We re-arranged the machines so we could get things done more efficiently and 
we consolidated most ofthe tools, which is a really good method if you can 
get people to put the tools back. It made it easier for moving stock around. 
The way we re-arranged the machines, it is physically easier to get the product 
in and out. 
• It increased efficiency and has reduced labor waste as well as taking less time 
to locate materials because we removed unnecessary stuff 
3) Cleanliness and organization. Seven participants (58%) reported an increase in 
cleanliness and organization after the Lean 101 training and the 5-S project. 
• We try to keep our area clean, organized and user friendly so people can do 
their job. 
• We are looking more at 5-S than Lean, we are trying to get everything 
organized so people can understand what is going on from plant to plant. 
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• I learned how to re-organize and work in more consolidated fashion. An 
example of this is the physical re-organization is ongoing and we are trying to 
eliminate obsolete inventory, determine the inventories location and assign 
numbers to the product to make it easier to find. We have also re-organized 
the use of manpower; we use to double up on people for one task, now we do 
not do that anymore. 
• Out on the shop floor, a lot of cleaning has taken place. They are more 
organized and using shadow boards, but not in every area. 
• We are attempting to be more organized and have accomplished that to some 
degree. The layout is set out better than it was before. 
• The work areas are cleaner. 
• Increased organization, safety was really improved in the saw room- there 
used to be a lot of accidents back there, now there has been nothing major 
• After the 5-S you could see where everything was. Organization was a big 
asset. 
• We re-arranged the shop floor, color coded, got new shelves and organized 
everything. 
4) Attitudes. Six respondents (50%) reported changes in attitudes after the Lean 101 
training and 5-S project. 
• I learned that you have to look at the overall process rather than focusing on 
only optimizing your own job. 
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• Initially I had a hard time seeing that Lean would be useful because we have a 
unique product, but now I see the flow from beginning to end. 
• I believe that the employee spread of believing is about 50/50- but the ones in 
the middle are the most realistic. On the scale of believing in Lean, I think the 
employees that were trained see it as a positive. 
• It made us aware of Lean; and It made people excited and understand how 
Lean worked and how to improve the process and think it through. 
• After the training I have become more conscience of Lean and thinking of 
ways to apply it. 
• The training and the 5-S project were great. Everyone really got enthused 
about it and productivity grew three fold. 
• I was using some ofthe tools immediately after the training; you get excited in 
the training and you get reminded of what you already know and it makes you 
want to do it. 
• Definitely opened the eyes of the managers and exposed a different way of 
doing business. 
5) Communication. Two participants (17%) discussed the impact that Lean 101 training 
and the 5-S project had on communication. 
• It increased communication between departments. 
• I though it did a good job bringing people together as a team and to work 
together as a company. It showed other people that management was making 
an attempt to make things better. 
6) Safety. Two participants (17%) reported an increase in safety after the Lean 101 
training and the 5-S project. 
• Safety was really improved in the Saw room. 
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• We gained more space in the Saw Department, it is now a safer environment, 
and it is easier to identify the next job to work on. 
Contributors. The following data illustrates the contributors to the successful 
implementation of Lean and 5-S methods at Company XYZ. The contributors were broken down 
into seven categories: 1) training, 2) personal research, 3) management, 4) pre-existing work 
practices, 5) new equipment, 6) peer support, and 7) optimism. 
1) Training. Seven participants (58%) reported that training contributed to the successful 
implementation of Lean and 5-S practices. 
• The Lean 101 training was a good demonstration of Lean practices. 
• The training was very informative- it was quiet the demonstration. 
• After we went through the training, 5-S was really good for the people involved, it 
forced them to learn and use and then teach it to others. 
• Kelly and Aaron did a really good job; they look at your place and don't shove it 
down your throat. Lean was good and 5-S was very good. 
• The training helped me because it was very hands on and you gained an 
understanding of Lean. 
• The people who gave the training did a great job. 
• The training itself was good, it taught people what Lean was all about and it made 
it sink in. 
• The most helpful thing was Aaron and Kelly corning and training us individually. 
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2) Personal research. Three individuals (25%) reported doing outside readings on Lean 
and 5-S methods; they reported that this aided in their understanding ofthe processes. 
3) Management. Three participants (25%) reported support from management aided in 
the implementation process. 
• Management's suppoli helped me through the process. 
• I was allowed time by management to implement Lean. 
4) Pre-existing work practices. Two participants (17%) reported that either their 
personality or work habits aided in the implementation process. 
• It helped me understand Lean and 5-S better, but I am an organized individual, so 
it just aided in the process. 
• If you look from the perspective of different departments, a lot of the ideas put 
forth in Lean were already being used. 
5) New equipment. Two participants (17%) reported that receiving new shelves aided in 
the organization efforts of Lean and 5-S. 
6) Peer support. Two participants (17%) reported that peer support helped them through 
the implementation process. 
• The support of my fellow employees helped me. 
• It helped to talk about it with co-workers. 
7) Optimism. Six participants (50%) seem very optimistic about the Lean and 5-S 
implementation. 
• If people stick with it we can do it. 
• I watched the 5-S project and it was contagious, it started to rub off on other 
employees. 
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• It was my personal experience that as the training went on, you could start to see 
the benefits of Lean. 
• I don't feel that Lean has really taken hold yet, but I hope it does in the future; I 
am sure we will do it, I have no doubt. The whole goal is to streamline how we do 
things here. 
• I like Lean and 5-S; I am all for it and I am hoping we can do it in the company in 
every department. We need to remain competitive in the market because it tough 
out there. At first I wasn't sure about Lean, but the more I learn, the more I like it. 
• I wish we would use more 5-S, the organizing part and I wish they would 
continue to implement it, when Company XYZ gets busy again, it will really have 
a big effect. 
• I hope that someday we embrace it and really utilize it to help improve. 
• It was a good training and I would like to be involved in it more. I wish I could 
have been a part of the 5-S group because I have stuff to offer. It has a lot of 
potential and we need to get it going. 
Barriers. There were nine ban-iers to the implementation and transfer of the Lean 101 
training and 5-S project. The sub categories of barriers is as follows: 1) management, 2) follow 
through, 3) time, 4) type of work, 5) time of training, 6) lack ofunderstanding, 7) non-responsive 
employees, 8) money, and 9) company culture. 
1) Management. Nine participants (75%) reported management as a barrier to the Lean 
and 5-S implementation. 
• The biggest barrier is that management in the production area needs to let go of 
their dictator management style; they seem very nervous of giving people 
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decision-making abilities; other barriers are lack of foresight and confidence in 
the process. We had a chance to do it on the floor but we blew it because the 
management called it a 5-S event when it really wasn't, and they did not allow 
employees to be involved in the process- they just told them what to do, this could 
have been a real chance for buy-in from the employees. 
• A barrier to the implementation was that the company is not totally committed to 
Lean. 
• A failure is that management personnel are telling the employees that they are 
doing 5-S when they really are not. Ifwe took the time to train everyone and get 
buy in from key people, then we would succeed. 
• We would need support from the production management team, they verbally 
support it, but their actions do not support it. I don't think it could be a success 
without changing that. 
• We need to follow through from management, we are not allowed the time to 
carry this out; without the time it is very difficult to do. We say we will do it but 
we don't. 
• We really need the production manager to support it; I feel like we would have a 
better chance of succeeding ifhe did. 
• The management didn't seem to support it like he should have. The owner 
verbally supports it but doesn't have time to physically support it because he is so 
busy. 
4t A barrier is a lack ofleadership, this is not just a project or program, it is a way of 
doing business- a way of doing life. We can't do it without a plan to make it stick. 
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We hop from one idea to the next without integrating it into our system- then the 
concept dies because there is not integration. 
o Management can't be stepping on people's toes that are trying to implement it. 
o A barrier is management, at the time we were busy, they didn't want the Saw 
Department to shut down. If things are going to work things need to be 
implemented by management. First it needs to be pushed and it wasn't; they 
weren't on board from the beginning. Management must stand behind the process, 
the owner is all for this stuff but the manufacturing manager says that they cannot 
do it. It is impossible to do it alone, it's just too much. 
o The production manager had the floor re-organize and he called it 5-S, and it 
really wasn't, that undermines the process. 
o The manufacturing manger has the most people repOlting to him so it will nbt 
work unless he supports it. 
o A barrier is management, certain managers are more open to it, but the old school 
ones don't like change and perhaps they need more training. 
2) Follow through. Six participants (50%) reported that follow through is a large barrier 
to the implementation process. 
o The biggest thing we need is a continual process- not a once and a while training. 
It is like learning a new language, if you don't use it you lose it. It is not too late 
for us to implement Lean and 5-S we just need some through review. 
o We didn't follow through with the completion ofthe 5-S project and the 
sustainability of it. 
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• At the time ofthe training we had a 3 day event, we busted butt cleaning, sorting, 
organization, created tool boards and used the wall for saw blades. Everyone was 
excited about Lean and 5-S but now we have unfinished projects. 
• It made us aware of Lean, but we should have taken the next step right away. It 
made people excited and understand how Lean worked and how to improve the 
process and think it through; at the time it could have been successful. 
• For a lot ofthe Lean training I do not know if it has been used- we are lacking 
follow through. 
• We say we will do it but we don't. 
• I don't think the Saw Department got completed, as far as I know there was no 
follow-up and follow through in the Saw area. 
• There was no follow up at all; they expected us to just go and do it and that it will 
just work on its own. 
• I don't see a noticeable difference in the company as a whole. Some people really 
wanted it to work, but Company XYZ has never been a follow through company 
and that is what happened. 
3) Time. Three pmiicipants (25%) said time was a barrier in the implementation process. 
• Ifwork is to be done they are not given time to carry out the processes. 
• Time has been a large barrier. 
• After training, I was the only one who did any individual work because other 
people were not allowed the time. 
4) Type ofwork. Four participants (33%) said that the type of work they preformed was 
a barrier to the Lean and 5-S implementation. 
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• We are not a production we are job shop so we never know what our day-to-day 
operations will be. I asked how to do Lean and 5-S but it does not work of us 
because production runs are rare. 
• They picked a very busy department to start with; it was a big area and it hindered 
some of the progress. 
• None of it applied, it was more towards manufacturing product, demonstration 
was a product line and here you don't know what you will do day-to-day because 
the job varies. 
• We make one part then tear down and make another part; I could see it working 
better for an assembly line. 
• The job itself is a barrier, and the way we have to do things to get something 
done. There is not special tooling that can be used or ordered to do something of 
these jobs; if we were running a production line, then I could see how Lean can be 
helpful. 
5) Time oftraining. Five participants (42%) reported that the training had occurred too 
far in the past to be extremely useful at this point. 
• The training was a year and a half ago so I have forgotten most of the training 
because we haven't been using it. 
• The training helped me, but if it is not continues or ongoing and if you don't use it 
you lose it. 
• We need to retrain people because it has been two years since the training and that 
is just too long. 
• I am not using Lean on the job- I learned that I either need to use it or lose it. 
• We need more training in Lean and we need to get people involved. If you don't 
use it you lose it. 
45 
• People talked about it, but it has been so long though that there isn't much to talk 
about it anymore. Ifit is on people's minds they do it more than when it is not on 
their mind. 
• It has been a year and a half and a lot ofthe training has been forgotten, shame on 
us for waiting so long. 
6) Lack ofunderstanding. Two participants (17%) commented that they still have a lack 
ofunderstanding for the Lean and 5-S process; this has hindered their ability for 
successful implementation. 
7) Non-responsive employees. Two participants (17%) indicated that some employees 
are not buying into the Lean and 5-S process; this is then causing a batTier for the 
successful implementation across the plant. 
8) Money. Two participants (17%) indicated that money has become a barrier in the 
implementation process. The participants indicated that the Saw Department had 
more ideas, but there was not money to support them. 
9) Company culture. Two participants (17%) indicated that the company culture was 
creating a barrier to successful implementation. 
• It did some good, but that is a double edged sword, people have gained awareness 
that they did not have before. The bad side, it was presented, there was a real 
feeling of hope for improvement, and then there was no follow through. That just 
demonstrates the internal company problems. 
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• We hop from one idea to the next without integrating it into our system- then the 
concept dies because there is not integration. It is nobody's job responsibility and 
people are not rewarded for doing the right thing. We drop these programs 
because we do things in a homemade, do-it-yourself mentality, we base our 
actions on something we previously thought was the problem but it really wasn't 
the problem, so the solution we choose wasn't the real solution. There is a real 
problem with respect here, we need to start at the top ofthe company and create a 
culture of mutual respect. We also need to focus on people's strengths and tap into 
their ideas. With Lean we are putting the cart before the horse. We need a system 
of accountability and a framework to carry this out. We can't just tell people how 
to think, a learned skill must be taught. 
• Accountability, a plan, follow through, action on a continuous basis so the 
company can improve and evolve. We get so busy that we don't look at our 
problems or successes, so then we don't learn from them and we repeat our 
problems. 
• Each department is f09used on itself; it really needs to be implemented across the 
company. 
Ideasfor implementing new Lean and 5-8 projects. The following is a list of ideas to 
move forward in the Lean and 5-S implementation process: 
• Another 5-S event 
• Value Stream Mapping 
• Documentation of processes 
• Organizing raw stock 
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• Appointing a leader or committee to implement Lean and 5-S 
• Starting working on it now while we are slow 
Resources needed to implement Lean and 5-S. There were five themes identified for the 
resources needed to implement future Lean and 5-S projects. The sub-categories are as follows: 
1) management support, 2) training, 3) follow through, 4) buy-in from employees, and 5) cultural 
change. 
1) Management support. Seven participants (58%) indicated that managements support 
will be needed to achieve successful implementation of Lean and 5-S. 
• We need management approval, they have been guilty of assigning projects but 
not allowing the time to make it happen; they need to start focusing on what is 
important, not just what is urgent. 
• If I were to implement another project, I would need the continued support of 
management. I believe it starts at the top, because those are the people that set the 
stage for change. 
• We would need support from the production management team, they verbally 
support it, but their actions do not support it. 
• If the production manager jumped on board with everything we could do it. 
• The supervisors need to suppott it and train their employees and support them to 
get it done. We need follow through and supervisors need to be 100%, they need 
to train their people and help them do it- then we will succeed. 
• We need a manufacturing manager that can understand and embrace it. 
• We need 100% buy-in from management. 
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• I would need a timeline commitment from management staff. Our habits are lets 
get started on something but not set up a timeline- there is no planning ahead. I 
would need a training commitment and support from all mangers; unless we can 
do that we will fail. 
2) Training. Six participants (50%) said that training would aid in the successful 
implementation of Lean and 5-S. 
• If everyone was trained they would understand what it is or what it is supposed to 
do. 
• If people do not understand the process, they should be pulled aside and have the 
process explained; we should have Chuck explain it to each person. 
• Retraining so employees understand the Lean processes. 
• We need training for the key people and we need success stories from within. 
• I would recommend doing trainings in individual work groups and using power 
points during the training. 
• The supervisors need to support it and train their employees and support them to 
get it done. 
• More training every so often to remind us and get us excited. 
• Internal training for everyone in the company. 
3) Follow through. Three participants (25%) indicated that follow through on the Lean 
and 5,..S processes would help lead to a successful implementation. 
• Programs try to slip in without disruption; these programs will require a paradigm 
shift. We take one step forward and two steps back because the responsibilities 
are not defined; if we could simplify the organizational chart process it would be 
easier. It would help ifthere was follow-up and then after a period oftime, do 
another 5-S project and make sure the procedures are being followed to make it 
work. 
• We need to stay on top of it and make it a priority. 
4) Buy-in from employees. Two participants (17%) indicated that gaining employee 
buy-in from key individuals would be crucial to Lean and 5-S successful 
implementations. 
5) Cultural change. Two participants (17%) said that a shift in the companies culture 
must occur before successful implementation will happen. 
Success Stories 
This section tells three success stories ,from James, Lou and Kyle in regards to the Lean 
101 training and 5-S project. 
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Success story of James. James has been with Company XYZ for a long time. Through the 
Lean 101 training and 5-S project James learned the important of organization and structure at 
the workplace. 
An impact after the training was an information center centrally located on the shop floor. 
The information center housed pictures of all the machines and documentation of the production 
progress; he said that when it was really busy, it really helped everyone stay on the same page. 
Another example is from the Saw Department where the 5-S project occurred- he said that there 
is now more space, because unnecessary materials were removed from the area; the area is now 
safer and easier to identify the next job to work on. There has also been a reduction in labor 
waste and an increase in efficiency. James also said that the training opened the eyes of 
management and exposed them to a different way of doing business. 
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There were several contributors that James said helped him in the implementation 
process; that he thought the Lean 101 training and 5-S project support from the NWMOC helped 
to implement the Lean practices. He was also successful because his manager provided support 
and time to implement the practices. James also stated that he did research on his own beyond 
the training and this contributed to the implementation. 
There were also barriers to the implementation; James affirmed that the production 
manager was a barrier due to his management style. James feels that the best way to overcome 
this barrier is to provide more training to the manager and encourage him to embrace the process 
or step aside. 
James had several ideas for further implementation; he feels there needs to be a timeline 
commitment from management to plan for future implementation. The timeline commitment 
would ensure support :fl:om management as well as hold people accountable to follow-through 
with the tasks. He also suggested that everyone in the company be trained internally so that 
everyone understands Lean and 5-S. For a future 5-S project, he suggested choosing a smaller 
area to teach the concept of 5-S before moving into a large area like the Saw Department. 
Success story of Lou. Lou plays a variety of roles within Company XYZ. He learned 
through the Lean 101 training and the 5-S project how to re-organize, how to work in a more 
consolidated fashion and it grew his awareness about continuously looking for ways to improve. 
The impact Lou reported is that there has been a physical re-organization after the 
training and that it is ongoing. Through the re-organization, his area has eliminated obsolete 
inventory, assigning numbers to the inventory to document its movement and has improved the 
use of manpower. Lou said that this increased efficiency because you can locate product faster 
and the reduction of manpower has aided in cost reduction. He said that efficiency has increased 
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in the areas where Lean and 5-S tools and methods have been implemented. He also said that he 
started to use the Lean tools immediately, but is not head over heels for it yet, but he still hopes 
to use it more in the future. 
Lou said that support from management contributed in implementing Lean tools and 
methods. He also said that the support from peers has benefited the process. Lou said that 
watching the beginning of the 5-S event was contagious and it started to get everyone involved; 
he also said that hearing success stories fi.-om other companies has helped. 
Although Lou felt support from management in the beginning of the process, he said it 
slowly faded, making this a barrier to further implementation. He also said that halfofthe 
employees are not on board with Lean, and that most of them were not trained in Lean or 5-S 
methods. 
Lou had several ideas for further implementation, he says that management needs to 
support the process 100% and allow people the time to implement it. Lou stated that this starts 
from the top and management sets the stage for the successful implementation. He also said that 
it would be beneficial to train everyone on Lean and 5-S tools and methods. 
Success story of Kyle. Kyle is knowledgeable on many practices at Company XYZ. He 
said that after the Lean 101 training and 5-S project that he realized that you have to look at the 
overall process and identify areas of efficiency as well as areas that could use improvement. Kyle 
also said that he learned how to optimize some of the areas of his job. 
Kyle noticed an impact after the training, the process of taking and producing orders was 
identified as a problem area. Kyle explained that Lean helped him identify that the company 
must work together as a team. In the ordering process, orders were being left at the front desk 
and only entered in the computer once a day because this was efficient for the office staff. 
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However, if the order came in after the office staffhad entered the data, it would sit until the next 
day, losing about 24 hours oflead time. Lean helped Kyle identify this problem and then take the 
necessary steps to correct it, now orders are being processed faster to cut down on lead time. 
Kyle also said that the 8aw Department has seen significant improvement since the 5-8 project; 
he was told that the department saw a 30%-40% increase in efficiency. 
Kyle said that outside research on his own contributed in the implementation of Lean 
methods. He also said that talking with co-workers about the process has been helpful. 
Kyle felt that some members of management have been a barrier because oftheir 
management style; he said that some managers told employees that they were doing a 5-8 project 
when they were not, and this had a negative effect on the process as a whole. He also sees money 
as a barrier because we are not spending money on the time or people to implement the 
processes. Kyle also sees a resistance to these changes from some ofthe employees at the 
company and noted this as a barrier. 
Kyle's idea for future implementation is that there needs to be an investment oftime and 
people into the project. If another project were to occur, he says that management needs to 
approve and support the entire process. 
Eureka Training Interview Results 
Nine interviews were conducted for the Eureka training. All ofthe data is self-reported 
from the participants ofthe training. The data was grouped into five categories: impacts, 
contributors, barriers, new ideas for implementing the ideas developed in the Eureka training and 
the resources needed to implement Eureka training. Each category was then broken down into 
sub-categories. The interview results are as follows: 
Impacts. The impacts ofthe Eureka Training were broken down into four categories: 1) 
implemented Eureka projects, 2) awareness, 3) possibilities, 4) team building, and 5) 
improvements. 
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1) Iinplemented Eureka Projects. There was one project implemented from the Eureka 
training. The project was to develop a customer database through Company XYZ's 
website where customers could track their order status; this project is currently on hold. 
2) Awareness. Four participants (44%) reported an increase in an awareness of Company 
XYZ's business practices. 
• I think more open minded now and am constantly changing. 
• It made us think about what value we are supplying to our customers. 
• It got some people thinking out of the box. What can Company XYZ really do? Is 
there really anything that we can tell our customer that makes us special? The 
results we found were not what we expected. 
• It made us re-evaluate what we were really offering to customers. 
• I learned that the company needs to use new and innovative ways to keep and get 
new customers. 
• It taught the company that there is always a need for innovation and finding new 
ways to please and serve the customer. 
• I had a personal change in perspective. 
3) Possibilities. Two participants (22%) reported there was an increase in the amount of 
business possibilities for Company XYZ. 
• It raised a lot of possibilities and exposure to thinking about other areas we could 
go into; like other ventures, potential expansion, and foreign markets. 
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• A lot of good ideas for increasing sales. 
4) Team Building. Three participants (33%) commented on the positive impact of working 
as a team during and after the Eureka Training. 
• The process and standards ofthe program is a good way to see everyone's views 
and sides. 
• It was good for us to go through and develop a process for brainstorming; it was 
also a good way to get others involved that usually wouldn't speak up ifthey had 
ideas. 
• It gave us the opportunity as a diversified group of people, to work as a team. 
• I really liked Eureka and thinking outside of the box, it also involved a few ofthe 
production staff and their focus is different; this made us help them realize how 
they fit in. 
5) Improvements. Three participants (33%) noted that Eureka Training had an impact on 
their current processes and led to brainstorming about improvements. 
• It was a good fit because at that time we were looking at new products. But after 
the process, the results came back that we should get better at what we are doing. 
• The most valuable learning was that it keeps the focus on what we are good at. 
We are really good at something's and not so good at others. 
• Eureka is a very good program and I think the timing was good because it helped 
us document the process. 
• It helped us improve our marketing approach, our website was not doing us much 
good and we made some good improvements on that. 
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Contributors. The contributors to the successful implementation ofthe Eureka training 
ideas were broken down into four categories: 1) support, 2) implementation teams, 3) immediate 
implementation, and 4) training. 
1) Support. Five participants (55%) said they felt that support contributed to the 
implementation ofthe Eureka ideas developed in the training session. 
• I think that it was really critical that the owner attended the training. Good 
direction from Aaron and Kelly, they talked about identifying death threats, I try to 
do that now to ensure success, but I do it on my own because everyone else is so 
busy. It was also good to sit down as a team and determine would work and what 
wouldn't work. 
• What helped in the beginning was the accountability and follow through of 
timelines and things were happening like they were supposed to. 
• Management helped me because they agreed with the approaches; their attitudes 
told me that they were on board. You could tell who was in and who was not- and 
management was in. 
2) Implementation Teams. Three participants (33%) reported that the implementation 
teams set up during the follow-up meetings contributed to the success ofthe Eureka 
training implementation. 
• Choosing two teams helped to divide the responsibilities for implementing the 
ideas. 
• The people who are doing it, their experience and background are really helping 
them, that was why they were picked for the teams. 
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• We followed through within the time frames in the beginning and we selected two 
ideas and the people that would be on the teams. 
3) Immediate Implementation. Three participants (33%) said that they implemented the 
ideas right away and this has helped develop the ideas created in the Eureka training. 
• We started using the ideas almost immediately after the training and I am still 
using them today. 
4) Training. Three participants (33%) said the Eureka training contributed to the 
successful implementation ofthe Eureka ideas to the workplace. 
• I was impressed with the training; it is a good way to get people involved in the 
brainstorming process. 
• The process ofthinking things out and working this out was helpful. 
Barriers. The barriers to the successful implementation ofthe ideas developed during the 
Eureka training was broken down into seven categories: 1) communication, 2) unclear purpose, 
3) time, 4) follow-through, 5) lack of foundation, 6) management and 7) accountability. 
1) Communication. Six participants (66%) identified issues concerning communication as 
a barrier to the successful implementation of the Eureka ideas. 
• Ultimately, it went back to the owner of the ideas of what to pursue, it was 
hindered by what he ultimately wanted. 
• Maybe the people picked to be on those teams know what is going on, but no one 
else does. This is as far as it went; I don't know where it stands and I have heard 
nothing and it has been months. 
• We got busy and there was never an agenda for the meetings so I just stopped 
going. I was told by the owner that it was done. 
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• Maybe the website happened, perhaps that stuff just hasn't come to light yet; but 
no one really knows. 
• Main baniers include: lack of communication and direction. 
• I don't know how much they followed through on the ideas, it has been a slow 
implementation. 
• We did not communicate much with the team. 
• They implemented several ideas and programs from the Eureka training, 
including a new program to serve customers. The customers can go online and 
check the status of their order. At least, that is what I have heard. 
2) Unclear Purpose. Seven participants (77%) reported that they did not understand the 
Eureka training process before aniving at the training, or this did not understand while 
they were participating. 
• We had support from the Eureka team, but in the first part of the training they 
hold back and we felt lost. 
• I am really bitter about the training. They brought it to us in a round-a-bout way 
and they beat around the bush. At the end ofthe day I fmally understood what we 
were doing. 
• There was not enough background information on the training. We went without a 
pre-waming of what we were trying to accomplish and it was purely from a 
marketing view. I was almost lost in the process; there was no explanation from 
management- I just got a memo that told me we were going. There was no clear 
direction of what we were doing it. 
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o I did not understand the purpose when we were going there, 1/2 way through the 
training it clicked about what we were doing. It would have been better to have a 
clear purpose and goals before we went; once I realized what we were doing it got 
better. A lot of us thought it was training on how to make things better. 
o During the training, people hard a hard time focusing on the leaming process and 
improvement- they were more focused on intemal problems. 
o The purpose of Eureka was different that what we kept focusing on. 
3) Time. Six participants (66%) said that time has been a barrier in the successful 
implementation of the Eureka ideas. 
o We did not have enough time to do this and to go through the process. 
o Time is an issue, if we have time it goes, otherwise it is stagnant. 
o A big barrier is time; everyone is so busy that this process takes away from their 
regular jobs. We need time for the development process and time to initiate it. 
o There is not enough time and there is an offloading of responsibility. There is 
also a lack of reinforcement- we need time for each department to complete the 
process. 
o There wasn't enough time in the actual training, we need two days for this and it 
felt so rushed. 
o We don't take the time or provide the time to make this work, you need 
designated time to do this and we just don't get it. 
4) Follow-through. Two participants (22%) said that follow-through was a barrier to the 
successful implementation ofthe Eureka ideas. 
o These are good things; we just fail to follow through on them. 
• The cynicism that is born out of never following through. 
5) Lack of foundation. Four participants (44%) reported that until there is a strong 
foundation at Company XYZ, it will be difficult to implement the Eureka ideas. 
• One thing we thought would be helpful was an electronic system for customers. 
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This was put on hold because the production manager was unwilling to follow the 
process; if a person changes the process then the electronic customer database will 
not work because it will show customers incorrect information. The delay of 
products is an issue for customers, as a company, we would not accept the late 
deadlines that we sometimes give our customers. 
• There are too many issues in the company that need to be worked out before it 
will work. 
• Really, we were set to fail because we did not have a strong foundation and there 
were too many other concerns from the company before we started. 
• We could use it if we had an understanding before hand and were culturally ready 
in the first place. You can't throw people at a thing and expect something' positive. 
Everyone said we were not ready, but we charged forward anyway. We need to 
fix the scheduling system before this would work. 
6) Management. Three participants (33%) cited management as a barrier to the successful 
implementation ofthe ideas formed in the Eureka training. 
• Upper management personnel is hard to deal with, there is a lack of respect, the 
owner takes things at face value from other management- the owner is doing a lot 
of things right though. 
• We came up with a scheduling process that needed to be done fIrst, but that was 
put on hold. It is on hold because we are lacking trust fi'om management. 
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• We need to become one company, we need a culture change of how to handle the 
company; the larger we get, the more dysfunctional we are. Right now is a good 
time to start a change because our backs are against the wall and we are slower. 
7) Accountability. Two participants (22%) said that a lack of accountability was a barrier 
to the implementation ofthe ideas formed in the Eureka training. They said that there is 
an offloading of responsibility and a lack ofreinforcement fi'om management. 
New ideas for implementing the ideas developed in the Eureka training. The following is a 
list of ideas surrounding the successful implementation of the ideas developed the Eureka 
training: 
• Solicit ideas from everyone in the company 
• Increase the levels of communication 
• Develop processes and timelines 
• Hold people accountable 
• Create a leader or implementation coordinator 
• Use Value Stream Mapping 
• Create a strong foundation before moving on to Eureka 
Resources needed to implement Eureka training. There were six themes identifIed for the 
resources needed to implement the ideas developed in the Eureka training. The sub-categories 
are as follows: 1) management support, 2) time, 3) training, 4) team support, 5) outside support 
and 6) money. 
1) Management support. Three participants (33%) stated that managements support 
would be needed to implement the ideas developed in the Eureka training. 
• We need support from top management. 
• Blessing from management and support from other employees. 
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• We need to know that management will support us with time, money, manpower 
and buy-in. 
• This could be very successful here, we have people who were very excited and I 
think you need a few key people to buy-in. So much we could be doing but if 
managers are not accountable then it won't work. The biggest portion of our 
company is managed by a person that is not excited and passionate about this 
process- that spells failure. I sure hope we can make it work. 
2) Time. Three participants (33%) states that time would be a valuable resource when 
developing and implementing the ideas formed in the Eureka training. 
• Time is huge. It takes a bit oftime to go through and look at research. 
• We need time to implement the ideas, work on them and review them. 
• We need designated time to do this. 
• Overall, change is accepted but the biggest barrier is time is not given to 
implement and then the programs slide. 
3) Training. Three participants (33%) said that training would be helpful in 
implementing the ideas. 
• I would thoroughly educate everyone on how it works so we all understand and 
can be supportive of what they accomplished and a part ofthe implementation. 
• I would introduce everyone in the company to the ideas and how to work with it. 
4) Team Support. Three participants (33%) said that they would need the support of 
their implementation team to be successful. 
• We need more guidance from the owners ofthe ideas. 
• We need support from the other employees on the team. 
5) Outside Support. Two participants (22%) said they would need outside support to 
successfully implement Eureka's ideas. 
• To implement the ideas we would need support from an outside web company. 
• We would need someone with the technical expertise to cany out the project. 
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6) Money. Two participants (22%) said they would need money to implement the ideas . 
• We would need money to purchase the computer software. 
• I would present more ideas through the Eureka process if cost was not an issue. 
Success Stories 
Success story of David. David understands several areas of Company XYZ. He feels that 
the Eureka training was a good fit for the company because it took him and the group through a 
brainstorming process that they would not usually go through. David also feels like the process 
was good because it allowed individuals get involved that would not usually speak up if they had 
ideas. 
The Eureka training impacted David, he started to think more open mindedly and became 
more attune to the reality that there is constant change going on around him. David says the 
training provided the company with several good ideas for the future. 
David said that support from management contributed in the process initially, but faded 
as time went on. He also said the training aided in the implementation of the ideas developed in 
the Eureka session. He stated that he has done research on his own about the ideas and the 
implementation of them and this has helped him understand Eur~ka. 
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David said that the scheduling system is a large barrier to the implementation process 
because it is the foundation of the new idea. He feels there is a lack of trust in a new scheduling 
system, and until there is trust, the project will have trouble moving forward. He also said that 
money is a barrier because a new computer system will cost money. David also said that there is 
a lack of follow through with the ideas and there is no communication between the 
implementation teams. 
David believes there is a dividing line between the office and the shop floor and that his 
barrier could be worked on to build trust. If further implementation is to occur, he feels that 
everyone in the company should be involved in this process and to hold Eureka training semi-
annually to solicit new ideas. He believes that the trainings should be done in groups and 
constantly rotating people so new ideas are generated and the company cannot get behind or in 
trouble. He also believes that time will be needed for this process and that this would need to be 
seen as a priority. 
Success story of Connor. Connor feels that the Eureka training was a good fit for the 
company because at the time of the training, the company was looking for new product ideas. He 
said that he started to implement the ideas from the training and wants to keep working on them 
but they are on hold. Connor feels that he has had a personal change in perspective since the 
training. 
Connor feels that the training impacted Company XYZ and provided them with 
something really valuable: a realization ofwhat they are good at. He says that sometimes when 
they are slow, they start to look in new directions, but the Eureka training made them realize 
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their own identity. It also made people look outside of the box, but also inside the box to identify 
where problems were within the company. 
Connor said there was very little that contributed to helping him with the· ideas because it 
changed on his personal perspective and the projects were on hold. 
Connor stated that time was a large barrier to the process and that there was a lack of 
commitment f1:om management. He said that the company's culture was a barrier because they 
are use to making decisions quickly and without direction. 
If further implementation is to occur, Connor feels that a foundation of Lean and 5-S is 
needed before moving on to the Eureka ideas. He also feels that the production manager will 
need to be fully on board with the entire process and follow through with his commitment to it. 
Success story of Levi. Levi said that he learned more about what Company XYZ is 
supplying to customers. It helped him and the group to identify what separates Company XYZ 
from the competition, and to identify the real reason to believe and the real difference. 
Levi said that the training impacted Company XYZ because it got some people to start 
thinking outside ofthe box and looking at what Company XYZ can really do. It also made them 
question ifthere was anything that they could really offer to their customers that the competition 
couldn't; he said the results were not what they expected. Levi said it made them re-evaluate 
what they are offering to customers and to update their marketing approach. 
Levi did research on his own to better understand Eureka and the ideas. He also believes 
that it was really helpful and critical that the owner attended the training session. Levi believes 
there was good direction in the training session from the facilitators and this helped with the 
implementation. 
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Levi said a barrier is that there is not enough time allotted to implement the ideas 
developed the Eureka training session. He also feels that there is an offloading of responsibility, 
so things are not getting done. 
For further implementation, Levi feels that it would help to sit down as a team and 
discuss the ideas and fmd out what will work and what will not work. He feels that the right 
people need to be assigned to the projects and they need to be assigned hours to work on it. He 
also feels that management should set milestones and follow-up on those milestones. Levi feels 
that communication needs to increase, and if a project needs to be stopped, that it is discussed 
with the group. 
Presentation 
An executive summary (Appendix H) was then developed to qualitatively and 
quantitatively present the data to the management team at Company XYZ. The summary 
included the results from the survey and interviews as well as recommendations from the 
researcher. 
Summary 
This chapter reviewed the survey and interview results from the Lean 101 training and 5-
8 project survey, the Eureka training survey, the Lean 101 training and 5-8 project interview and 
the Eureka training interview. The results of the study were discussed in great detail, and 
additional results can be found in Appendix G. This chapter also included six success stories, 
three for the Lean 101 training and 5-8 project and three for the Eureka training. The next 
chapter will discuss the conclusion and recommendations of the study. 
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Chapter V: Discussion 
Beginning with chapter 1, this report has given the company and training background for 
Company XYZ, and the assumptions and limitations for the present study. Chapter 2 discussed 
the literature on performance improvement, Lean, 5-S, Eureka training, innovation, transfer of 
training, evaluation and the Success Case Method. The Success Case Method and the 
methodology for this study were reviewed in Chapter 3; Chapter 4 discussed the findings from 
survey and interview data concerning Lean 101 training, a 5-S project and Eureka training 
impact and transfer. This Chapter, 5, will review the statement of the problem and the 
limitations; it will also discuss the conclusions and recommendations for further implementation. 
Statement of the Problem and Purpose 
During 2007 and 2008, Company XYZ participated in Lean 101 training, a 5-S project 
and Eureka training provided by the Northwest Wisconsin Manufacturing Outreach Center 
(NWMOC). The company wanted to understand the impact the trainings have had, so a leve1-
three evaluation was conducted using the Success Case Method; this method was used to identifY 
critical success factors as well as barriers to the implementation process. The objectives ofthe 
study are as follows: 
1. Assess Lean 101 training and the 5-S project; 
a. IdentifY the critical success factors that contribute to the implementation and 
transfer of Lean to the workplace; 
b. IdentifY the barriers to the successful implementation of Lean in the workplace~ 
c. Document Lean success cases; 
2. Assess Eureka training; 
a. IdentifY the critical success factors that contribute to the implementation of 
Eureka ideas; 
b. IdentifY the barriers to the successful implementation of Eureka ideas in the 
workplace; 
c. Document Eureka success cases; 
3. IdentifY resources needed for future implementation of Lean and Eureka projects. 
Limitations of the Study 
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A limitation of this study is that the results only pertain to Company XYZ and cannot be 
generalized beyond this application. Another limitation is that participants hold various position~ 
throughout the company and have diverse job duties that affect their perceptions ofthe training 
and the knowledge transfer. There were two different types of training programs and not all 
employees attended both programs. Another limitation is that the data for the study came from 
the participants themselves and may be biased. In addition, some participants may have felt 
pressure to provide certain answers or fear that they may be linked to their answers in the final 
report, thus not providing full information about the impact and transfer. Finally, a considerable 
amount of time had passed between the time ofthe training and this study, causing some 
participants to forget the material. 
Conclusions 
This study has shown impact from Lean 101 training, 5-S project and Eureka training; the 
conclusions will be discussed in two groups: 1) Lean 101 training/ 5-S project and 2) Eureka 
training. 
Lean 101 training and 5-S project conclusions. The data found that the majority of the 
study's participants are not using Lean or 5-S tools and methods on the job. The majority feel 
that management means well, but is not fully committed to the process. However, most of the 
participants showed moderate interest in implementing Lean and 5-S within their work areas. 
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The study found that the most impact has taken place in the Saw Department during the 
initial implementation of the 5-S project with NWMOC, but there has been little implementation 
or improvement since. The data also showed that participants saw noticeable differences in 
efficiency, cleanliness, organization and attitudes after the Lean 101 training and 5-S project. 
Participants noted several factors that contributed to successful implementation: training, 
optimism, personal research outside of the training and management support. They also 
discussed strong barriers to moving forward with the implementation of Lean 101 and 5-S; most 
notably: management, lack of follow-through and the amount of time that had passed since the 
trainings. 
The participants would like to do Lean and 5-S projects within their work areas such as 
another 5-S event, Value Steam Mapping and documenting processes on how to carry out Lean 
and 5-S procedures. The majority of the participants said that they would need management's 
support for endorsing the changes not just in communicating the words but also in empowering 
teams at all different levels ofthe organization with authority, providing resources, setting 
metrics and demonstrating commitment to action ifthey wanted to move forward with Lean and 
5-S. They also feel that at this point, because time has passed, additional training should be 
provided and involve either key people or everyone in the organization. Some participants feel 
that the office staff is detached from the people on the floor that would be implementing these 
practices on a daily basis. Finally, they feel that if successful implementation is to occur, follow-
through from the company will be necessary. 
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These findings are congruent with the literature on performance improvement and 
transfer of training. Both ofthese topics discuss the importance of supervisory support in the 
implementation oftoo1s and methods learned in training. For performance improvement, Gill 
discusses how a supervisor views the training will affect the outcome of the training. For 
Company XYZ, participants noted that management was their largest barrier in the 
implementation process. The same hold true for the transfer oftraining. In order for transfer to 
occur, training participants must use the information provided to them through regular 
application, or the information is lost. The transfer climate also plays a role in the success ofthe 
implementation; when the participants were not encouraged or supported to use Lean tools and 
methods, they felt discouraged and moved on (Gill, 2006). 
Eureka training conclusions. The majority ofthe participants said that they are not using 
the ideas developed in the Eureka training, but they are very positive about the process and 
would like to implement the ideas. The majority also said that they feel that management means 
well in terms of Eureka, but is not fully committed to the process. 
An impact of Eureka training has been the implementation of a website where Company 
XYZ's customers can log in and check the status of their order; but this project is currently on 
hold. Participants stated that after the Eureka training, they became more aware ofthe company's 
business practices, they enjoyed the team-building aspect of Eureka and they made 
improvements to their current systems. For these impacts to occur, several contributors were 
listed as aiding in the implementation: general support, implementation teams, immediate 
implementation of the ideas following the training and then the training itself 
The barriers to the implementation process are: communication, an unclear purpose at the 
time ofthe training, a lack oftime to implement and a lack of a foundation to build on. Most of 
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the participants feel they do not know what the current status is with the ideas generated in the 
Eureka training; some do not know if was even implemented at all. A couple of the participants 
did not understand what Eureka training was until halfway through the session; they thought it 
was a seminar on how to fix things within the company. Time is also a key barrier because these 
projects need manpower to move and time is not allotted. In addition, some of the participants 
feel that other problems in the company should be addressed before moving on the Eureka 
training. 
There were several ideas for further implementation such as: increase communication, get 
input and ideas from different people in the company and appoint a leader to be accountable for 
implementing the process. To move forward, the participants feel that they will need support 
from management, the implementation teams and outside entities to design the programs; they 
also feel they need more time and training. 
These findings are congruent with the literature on innovation; the lack of 
implementation can stem from a set of poorly designed objectives. The fact that people from the 
training do not know the implementation status ofthe ideas shows that the objectives ofthe 
training did not lead the way for implementation either because of a lack of follow-through or 
understanding. In addition, in order for innovation to succeed, the company must have a culture 
of innovation and step outside of the normal lines of management. At Company XYZ, the culture 
is currently not conducive to innovative practices. 
Recommendations 
The following recommendations are based on the literature review, the two impact 
models and the study results: 
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1. Demonstrate senior management commitment to the change process. This occurs 
by endorsing the change process, creating a sense of personal accountability by 
using formal and information mechanisms within the company. The formal 
mechanisms generally include that senior leaders build coalitions, communicate 
publically in-front of employees, appoint creditable leaders to lead change 
processes, provide the project with resources, set change metrics and assure that 
barriers faced are eliminated as small wins occur. Informally leadership 
establishes accountability in creating work processes that focus on the obtaining 
the desired results. 
2. Establish clear measurable change metrics in the objectives and outcomes. For the. 
Lean 101 training, 5-S project and Eureka training, the metrics for measurement 
are unclear to those involved in the process. According to the literature on 
performance improvement, innovation and transfer oftraining; in order for 
training to be successful, there must be a clear set of objectives that are aligned 
with the company's business model. Clear objectives can lead to the 
accountability of the project leaders as well as those responsible for carrying out 
the processes. Clear outcome measures will allow for feedback lines to be 
established and to track progress and growth. 
3. Provide time for implementation. The key to the transfer of training is providing 
time for training participants to practice what they have learned in the training on 
the job. Training is a process and time must be made for adjustments in current 
practices and new developments. 
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4. Develop a culture that is conducive to new practices and innovation. In order for 
training to succeed, everyone must be on board from the top down. Employees 
need to feel that the training is important and the model of successes comes 
directly from management. A company's culture plays one of the largest roles in 
the transfer oftraining. 
5. Follow through on the training implementation. Training is an investment that is 
wasted ifnot used. Follow-through also deals with a company's culture because a 
lack of follow through can become embedded in the culture to the point where 
employees stop believing in new training initiatives. Following through with the 
training practices shows employees the benefit of the training and the 
commitment of the company. 
6. Increase communication. Many of the participants were unaware ofwhere Lean 
101, 5-S and Eureka were in the implementation process. Communicating project 
successes and struggles throughout the company will allow employees to become 
vested in the work they are doing. This also allows for management to encourage 
the changes and make adjustments as needed. Communicating expectations will 
also break through managerial balTiers. 
7. Provide additional training. The transfer of training is increased ifthe participants 
are able to use the information learned immediately on the job. Due to the time 
that has passed since the training occulTed, it would be beneficial to refresh Lean 
101 training and 5-S methods. However, the training is only needed if the 
company is ready to implement the ideas based on a new view of the training 
initiatives. 
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If Company XYZ were to act on these recommendations, strategic changes in the 
company's culture will need to take place. According to Burke and Hutchins, work environment 
plays a key role in the successful implementation of any form of training. The most notable 
variables are the transfer climate, supervisory support, peer support and the opportunity to 
perform (Burke & Hutchins, 2007). Further research would need to be done to identify where 
changes need to be made in the culture and structure of Company XYZ. 
References 
Alcorta, L., Urem, B., & Tongliang, A (2008). Do manufacturing firms in china innovate? 
Journal of Contemporary Asia. 38(4), 560-590. 
Alukai, G. (2003). Create a lean, mean machine. Quality Progress, 29-35. 
Brinkerhoff, R. (2003). The success case method: Find out quickly what's working and what's 
not. San Francisco: Berrett-Koehler Publishers, Inc .. 
Brinkerhoff, R. O. (1983). The success case: A low-cost high-yield evaluation. Training and 
Development Journal, 58-61. 
Brinkerhoff, R. O. (2005). The success case method: A strategic evaluation approach to 
increasing the value and effect of training. Advances in Developing Human Resources, 
7(1),86-101. 
Burke, L. A, & Hutchins, H. M. (2007). Training transfer: An integrated literature review. 
Human Resource Development Review. 6,263-296. 
74 
Burrow, l, & Berardinelli, P. (2003). Systematic performance improvement - refining the space 
between learning and results. Journal of Workplace Learning. 15(1), 6-13. 
Cheng, E. W., & Ho, D. C. (2001). A review of transfer of training studies in the past decade. 
Personnel Review, 30(1), 102-118. Retrieved December 8, 2008, from Emerald Library 
Database: 
http:// ezproxy.lib. uwstout. edu:2082/InsightNiewContentServ let? contentType= Artic1e&F 
ilename= PublishediEmeraldFullTextArtic1el Artic1es/O 1403 00 106 .html 
Cottam, A, Ensor, E., & Band, C. (2001). A benchmark study of strategic commitment to 
innovation. European Journal of Innovation Management. 4(2), 88-94. 
Davila, T., Epstein, M. l, & Shelton, R. (2006). Making innovation work: How to manage it, 
measure it, and profit from it. Upper Saddle River, NJ: Wharton School Publishing. 
Dobni, B. (2008).Measuring innovation culture in organizations: The development of a 
generalized innovative culture construct using exploratory factor analysis. European 
Journal of Innovation Management. 11(4), 539-559. 
75 
Dundon, E. (2002). The seeds of innovation: Cultivating the synergy thatfosters new ideas. New 
York: American Management Association. 
Gill, S. J. (2006). The 5As of performance improvement. Retrieved December 10,2008, from 
Stephen J. Gill: 
http://www.stephenjgill.com/5 As%20ofUIo20Performance%20Improvement. pdf 
Kaplan-Leiserson, E. (2001). Eureka!. T+D, 55(12),50-61. 
Lyons, P. (2008).Training for template creation: A performance improvement method. Journal 
of European Industrial Training. 3 2( 6), 472-489. 
McCoy, C. P. (1993). Managing a small hrd department. San Francisco: Jossey-Bass. 
Nijman, D.-J. J., Nijhof, W. J., Wognum, A., & Veldkamp, B. P. (2006). Exploring differential 
effects of supervisor support on transfer of training. Journal of European Industrial 
Training, 30(7),529-549. 
NWMOC, (2008). Principles oflean manufacturing. Retrieved March 13,2009, from 
http://nwmoc. org! docslPrinciplesofLeanManufacturing. pdf 
O'Sullivan, D. & Dooley, L. (2009). Applying innovation. Thousand Oaks, CA: Sage 
Publications. 
Samsonova, L. (2007). Assessing impact and transfer of 5-S training in compnay xyz using 
success case method. Unpublished master's thesis, University of Wisconsin-Stout, 
Menomonie. 
Tinoco, J. C. (2004). Implementation of lean manufacturing. Unpublished master's thesis, 
University of Wisconsin- Stout, Menomonie. 
76 
77 
Appendix A: Project Timeline 
Number Action Dates Participants Resources needed 
1. Initial meeting with T February Researcher, HR Director, Preliminary timeline 
& T Tool 18th Lean implementation 
personnel Preliminary impact 
Focus and plan the models 
study 
Preliminary letter 
Go over Impact fi'om company 
Model management 
Cover process of Sample survey 
SCM materials 
Obtain important 
information 
Finalize time line 
2. Based on impact February Researcher Survey 
model, fmalize 18- 25 Interview Questions 
survey instruments IRB approval 
3. Send surveys to March 2-5 Researcher and company Signed letter from 
company representatives management 
4. Survey administered March 9 Company representatives Time to deploy 
by company surveys 
5. Analyze Surveys March 16- Researcher 
20 
6. Conduct and on site March 30- Researcher and support Interview questions 
face-to-face April 1 fi'om company 
interviews representatives Room to carry-out 
the interviews 
7. Analyze Interviews April 1-15 Researcher 
8. Present data to Week of Researcher and company 
company May 4 
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Appendix B: Impact Model- Lean 101 Training and 5-S Project 
Participants Key Knowledge and Critical Applications Key Results 
Skills 
• Production • Systematic • Ensure sustainability • Increasing 
Workers approach- of the lean overall efficiency 
improvement of implementations and consistency 
• Manufacturing process systems 
Managers • Ensure continuous • Increase overall 
• Look at things in a improvement efforts effectiveness 
• Human systematic and are addressed 
Resources organized way throughout the entire • Improved safety 
organization 
• Accounts • Participatory • Reducing costs 
Receivable decision making • Recognition (making 
and the visible that lean • Minimal wastes 
• Supervisors communication practices are 
process implemented) • Achieve shorter 
• Secretaries surrounding this lead times 
• Empowerment-allow 
• Empowerment workers at all levels • Improving the 
equal opportunities existing good 
• Goal setting to address and manufacturing 
initiate new projects practices 
• Ownership 
• Ensure there is • Streamline 
• Organize the work continuous support, (organizing 
area(s) buy-in, and processes, 
communication operational flow)-
• Standardize the within the 
work area(s) organization • Increase 
production 
• New attitude • Comply/follow the capacity 
towards rules that are set up 
manufacturing • Lean will be part 
practices- shift • Address and or of the 
from reactionary to reward positive organization's 
preventative improvements business culture 
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Appendix C: Impact Model- Eureka Training 
Participants Key Knowledge Critical Applications Key Results 
and Skills 
• Manufacturing • Systematic • Discovering new • Increasing 
Manager approach ideas and overall 
possibilities efficiency 
• Sales • Refi"esh team 
work concepts • Developing • Increasing 
• Human Resources and skills continuous customer 
improvement satisfaction 
• Business Office • Look at things efforts 
Manager in anew way • Increasing 
• Developing new communication 
• Engineering • Empowerment product lines with customer 
Manager - consensus 
• Empowerment • Increase overall 
• Shipping and • Goal setting effectiveness 
Receiving • Ensure there is 
• Ownership continuous • Reducing costs 
• Quality Assurance support, buy-in 
• Participatory and • Minimal wastes 
• Engineers decision communication 
making • Achieve shorter 
• Production • Following lead times 
Workers • New attitude through with 
towards developed ideas • Improving the 
manufacturing existing good 
practices • Address and or manufacturing 
reward positive practices 
• New product improvements 
and customer • Streamline 
development (organizing 
processes, 
operational 
flow) 
• Increase 
production 
capacity 
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Appendix D: Lean 101 Training, 5-S Project and Eureka Training Survey 
Lean 101 Training, 5-S Project and Eureka Training Impact Survey 
Thank you for completing this survey. The purpose of the study is to assess the impact of Lean 
101 training, the 5-S project and Eureka training; and to identifY critical factors that facilitate its 
successful implementation and transfer to the workplace. After you have submitted the survey, 
you may be asked to participate in a one-on-one interview with the researcher. The interview is 
structured to receive more insight on the implementation and transfer of Lean 101 training the 5-
S project and Eureka training. 
Please include your name and contact information at the top of the survey; your name is needed 
to set up the one-on one interview. Be assured that the responses you provide on the survey will 
remain confidential and will not be connected to your name. Once you have completed the 
survey please mail your responses in the pre-paid envelope provided. Thank you in advance for 
your participation . 
• Name: 
--------------------------------------------
• In the case that you are selected for an interview, what is your prefened method of 
contact? 
• Phone Number: 
----------------------------
• E-mail: 
-----------------------------------
Instructions: Read the questions carefully and answer the questions to the best of your 
knowledge. If you need more space to respond, please use the back ofthe survey. 
1. Did you attend the Lean 101 Training? (Please circle your answer) 
YES NO 
2. Were you a part of the 5-S project? (Please circle your answer) 
YES NO 
3. I have used Lean tools and methods. (Please circle your answer and follow the 
instructions) 
a. Yes, with clearly positive results. (Please provide an example) 
b. Yes, but I haven't experienced any discernable results yet. (Please provide an 
example) 
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c. Not yet, but I expect to use Lean tools and methods. (Please specify) 
d. I don't have any plans to do this. (Please explain why) 
4. Which statement best represents your feelings about management's commitment to 
Lean training implementation and transfer to workplace processes? 
(Please circle your answer) 
a. I think management has a sincere interest and is fully committed to helping 
employees apply Lean knowledge and skills. 
b. I think management means well, but has not fully committed to the process. 
c. I think management sees this process as little more than an administrative 
requirement. 
d. I think management has no commitment at all to this process. 
5. Which statement best represents your own commitment to Lean implementation 
and transfer to workplace process? (Please circle your answer) 
a. I have a sincere interest and am fully committed to applying Lean knowledge and 
skills. 
b. I am mostly positive, but have not committed fully to the process yet. 
c. I think this process is little more than an administrative requirement. 
d. I have no commitment at all to this process. 
6. Please use the space below for any additional comments about Lean 101 training 
and the 5-S project. 
Eureka Training Survey 
1. Did you attend the Eureka Winning Ways Training? (Please circle your answer) 
YES NO 
2. Which of the following best represents the implementation of the ideas formed 
through the Eureka training? (Please circle your answer and follow the instructions) 
a. I have fully implemented the ideas ofthe Eureka training with clearly positive 
results. (Please provide an example) 
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b. I have started to implement the ideas formed in the Eureka training, but I have not 
experienced any discernable results yet. (Please provide an example) 
c. I have not implemented the ideas formed in the Eureka training, but I expect 
implement them soon. (Please specify) 
d. I do not have any plans to implement the ideas formed in the Eureka training. 
(Please explain why) 
3. Which statement best represents your feelings about management's commitment to 
Eureka training implementation and transfer to workplace processes? 
(Please circle your answer) 
e. I think management has a sincere interest and is fully committed to helping 
employees apply the ideas generated in the Eureka session. 
f. I think management means well, but has not fully committed to the process. 
g. I think management sees this process as little more than an administrative 
requirement. 
h. I think management has no commitment at all to this process. 
4. Which statement best represents your own commitment to implementing the ideas 
developed in the Eureka training? (Please circle your answer) 
i. I have a sincere interest and am fully committed to following through with the 
ideas generated in the Eureka training. 
J. I am mostly positive, but have not committed fully to the process yet. 
k. I think this process is little more than an administrative requirement. 
1. I have no commitment at all to this process. 
5. Please use the space below for any additional comments about the Eureka training. 
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Appendix E: Implied Consent Form 
This research has been approved by the UW-Stout IRB as required by the Code of 
Federal Regulations Title 45 Part 46. 
Consent to Participate in UW -Stout Approved Research 
Project Title: 
Assessing Impact and Transfer of Lean 101, 5-S and Eureka Training at Company XYZ 
Description: 
84 
This research study will examine the impact and implementation ofthe Lean 101 training, the 5-
S Project and Eureka training. The purpose of the data collection is to construct a picture ofthe 
. current state of implementation; after analysis, practical recommendations for improving the 
implementation and transfer to the workplace will be made. The method of data collection being 
used is the Success Case Method, developed by Robert O. Brinkerhoff This particular method 
uses two data collection instruments: a survey and an interview. All employees are asked to 
complete the survey, upon completion of the survey 12-15 employees will be asked to participate 
in a one-on-one interview. The [mal report will document areas of successful implementation of 
the trainings as well as areas that may present a challenge to the implementation and transfer of 
the training. 
Risks and Benefits: 
The study focuses strictly on the overall impact and transfer of the Lean 101 training, 5-S project 
and Eureka training; it is not concerned with individual performance of employees. The benefits 
of the study include self-reflection on the current state of training transfer and implementation; as 
well as results that may be used to facilitate and improve the implementation process. 
Time Commitment: 
The initial survey should take between 15-20 minutes to complete; a one-on-one interview 
should take between 30-45 minutes. 
Confidentiality: 
Your name will not be included with any of your responses; fictitious names will be used in all 
reports. Completed surveys and interview notes will be destroyed at the completion ofthis 
project. 
Right to Withdraw: 
Your participation in this study is entirely voluntary. You may choose not to participate without 
any adverse consequences to you. Should you choose to participate and later wish to withdraw 
from the study, you may discontinue your participation at that time without incurring adverse 
consequences. 
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IRB Approval: 
This study has been reviewed and approved by The University ofWisconsin-Stout's Institutional 
Review Board (IRB). The IRB has determined that this study meets the ethical obligations 
required by federal law and University policies. If you have questions or concerns regarding this 
study please contact the Investigator or Advisor. If you have any questions, concerns, or reports 
regarding your rights as a research subject, please contact the IRB Administrator. 
If you have questions or concerns regarding this study please contact the Researcher or Research 
Advisor. 
Researcher: 
Katie Cannon 
Telephone: (262) 893-9717 
E-mail: cannonk@uwstout.edu 
Research Advisor: 
Dr. Renee Surdick 
Telephone: (715) 232-2376 
E-mail: surdickr@uwstout.edu 
IRB Administrator: 
Susan Foxwell, Director 
University of Wisconsin-Stout 
P.O. Box 790 
Menomonie, WI 54751 
Telephone: (715) 232-2477 
Email: foxwells@uwstout.edu 
Statement of Consent: 
By completing the following survey: Lean 101, 5-S Project and Eureka Training Impact Survey, 
you agree to participate in the project entitled: Assessing Impact and Transfer of Lean 101, 5-S 
and Eureka Training at Company XYZ. 
Please keep this form for your records. 
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Appendix F: Interview Protocol 
Interview Protocol 
Lean 101 Training and 5-S Project 
Opening remarks: 
Thank you for giving your time for the interview. The purpose ofthe study is to assess the 
impact of Lean 101 training and the 5-8 Project. A large focus ofthe study is to identify critical 
factors that facilitate the trainings successful implementation and transfer to the workplace. The 
questions on the interview are asked to better understand your job and to see how these trainings 
are related to your position. 
Please be assured that your name and contact information will not be used in any documents or 
reports. Your contact information was solely needed to contact you for this interview. This 
interview will take approximately 30-45 minutes. 
All: 
1. Do you have any questions for me before we get started? 
2. Did you attend the Lean 101 training session, if yes, when? 
3. Were you involved with the 5-8 project? 
Success Cases: 
4. What are your job duties? (Is there a cleaning routine/procedure? Would you describe 
what you actually do? How much time does it take? How frequently do you need to 
clean?) 
5. What do you think you learned in the Lean 101 training session that you are using on the 
job? (Lean methods.) What are some examples ofthe application of these tools and 
methods? 
6. When did you use Lean tools and methods at work? (Right after the training or now?) 
7. Is there a noticeable difference in Lean practices from before the training to now? 
8. What results were achieved? (Probe: safety, efficiency, cost, etc.) 
9. What good did it do? (Probe: process, colmnunication, decision making) 
10. What helped you to use Lean tools and methods? 
11. If you were to implement another Lean or 5-8 project, what help and resources would 
you need? 
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N on-Success Cases 
12. What were the barriers in Lean implementation and transfer to your workplace? 
13. What would you recommend for successful Lean training and application to the 
workplace at your factory? 
14. Is there anything else you would like to say about the Lean training program and 5-S 
project? 
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Interview Protocol 
Eureka Training 
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Opening remarks: 
Thank you for giving your time for the interview. The purpose ofthe study is to assess the 
impact of Eureka training. A large focus of the study is to identify critical factors that facilitate 
the trainings successful implementation and transfer to the workplace. The questions on the 
interview are asked to better understand your job and to see how these trainings are related to 
your position. 
Please be assured that your name and contact information will not be used in any documents or 
reports. Your contact information was solely needed to contact you for this interview. This 
interview will take approximately 30-45 minutes. 
All: 
1. Did you attend the Eureka training session, if yes, when? 
Success Cases: 
2. After completing the Eureka training, do you feel it was a good fit and worked for your 
company? 
3. What do you think you learned in the Eureka training that you are using on the job? 
4. When did you start to implement the ideas formed in the Eureka training? 
5. What results were achieved? (Increased productivity, creativity, customer satisfaction) 
6. What good did it do? (Probe: process, communication, decision making, product 
development) 
7. What helped you to use and implement the Eureka ideas? 
8. If you were to implement the Eureka ideas developed in the session, what help and 
resources would you need? 
Non-Success Cases 
9. What were the barriers when trying to implement the ideas formed in the Eureka 
training? 
10. If successful implementation of the Eureka ideas were to occur, how would you 
recommend the process be carried out? 
11. Is there anything else you would like to say about the Eureka training process? 
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Closing Remarks: 
Do you have any questions for me at this point? 
Thank you again for participating in this study. Results of the study will be reported in 
written report mid-May. I would just like to remind and reassure you that real names will not 
be used in the report. If you find yourself having any questions or concerns about the study, 
please feel free to contact me- my contact information can be found on the implied consent 
forms distributed with the survey. 
Appendix G: Survey Results 
Lean 101 Training and 5-S Project Survey 
Total: 16 participants 
Lean Success Cases: 
High: 5 
Medium: 5 
Low: 6 
1. Did you attend the Lean 101 Training? (Please circle your answer) 
a. Yes (15 respondents) 
b. No (1 respondent) 
2. Were you a part ofthe 5-S project? (Please circle your answer) 
a. Yes (3 respondents) 
b. No (13 respondents) 
3. I have used Lean tools and methods. (Please circle your answer and follow the 
instructions) 
a. Yes, with clearly positive results. (Please provide an example): 
(2 respondents; 13 %) 
• Labeling/identifying things in the shop (press area) and organizing my office. 
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• I have been using these methods since for along time, long before I ever heard of 
Lean Manufacturing. 
b. Yes, but I haven't experienced any discernable results yet. 
(4 respondents; 25%) 
• Was involved in the 5-S in the Saw Department, people worked hard. 
Unfortunately the two supervisors were not cooperative and tried to interfere in 
the process. There was then no follow-up and 5-S was never completed. This 
resulted in frustrated patticipants. Also, encouraged the belief that we start and 
don't finish. 
• I worked on developing a Value Stream Map of the flow ofajob through the 
company. It was a rough draft meant to be expanded upon and become more 
detailed but was set aside and never finished. 
• Saw shop underwent 5-S re-organization. Some improvements were made in the 
area of storage; no significant increase in productivity was noted. 
c. Not yet, but I expect to use Lean tools and methods. (Please specify) 
(6 respondents; 37%) 
• Probably because this is what the company is leaning towards as far as I know. 
• I think we could definitely benefit from Value Stream Mapping in how we do 
things administratively but haven't given us the opportunity to do that yet. 
• Hope to apply Lean in the Business Office. 
d. I don't have any plans to do this. (Please explain why) 
(4 respondents; 25 %) 
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• No emphasis placed on all facets by management. Viewed as more of "program" 
"Quick Fix", than "A Way of Doing Business". I am at the "use it or lose it" 
stage ... Lost it! 
• Because it is more for product line. 
• Our company doesn't follow through on structured programs like Lean. We will 
start something and it fades away. Our owner does not commit to these programs. 
4. Which statement best represents your feelings about management's commitment to 
Lean training implementation and transfer to workplace processes? (Please circle your 
answer) 
a. I think management has a sincere interest and is fully committed to helping employees 
apply Lean knowledge and skills. 
(2 respondents; 13%) 
b. I think management means well, but has not fully committed to the process. 
(10 respondents; 62%) 
c. I think management sees this process as little more than an administrative requirement. 
(3 respondents; 19%) 
d. I think management has no commitment at all to this process. 
(1 respondent; 6%) 
5. Which statement best represents your own commitment to Lean implementation and 
transfer to workplace process? (Please circle your answer) . 
a. I have a sincere interest and am fully committed to applying Lean knowledge and skills. 
(7 respondents; 44%) 
b. I am mostly positive, but have not committed fully to the process yet. 
(6 respondents; 37%) 
c. I think this process is little more than an administrative requirement. 
(3 respondents; 19%) 
d. I have no commitment at all to this process. 
(0 respondents) 
6. Please use the space below for any additional comments about Lean 101 training and 
the 5-S project. 
• If it is everyone's responsibility, without leadership and responsibility, it is no 
ones responsibility. This is similar to other programs we've had. Tends to be 
thrown out there hoping that folks will grab on, if the majority doesn't, then it 
dies. 
• I don't think the most influential middle management person is willing to let the 
employees have enough say in the process for it to succeed and to get their 
support and buy-in. 
• I wish I could have been apart ofthe 5-S event and hope to be included in any 
future events. The Lean 101 training (what I can remember) was fun and 
effective. 
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• Company XYZ has a management staff that doesn't function as a team. 
management manager doesn't like to delegate much, if any, authority. In a 
program like Lean you need input from all employees, management 
micromanages too much to let this happen. Without production management on 
board it is hard for the management "team" to work in a positive direction with 
Lean. Production management is more concerned with their department than the 
company as a whole. I would love to have a management team that works for a 
common goal. 
• I think we have been too busy to implement it. In a lot of ways I think we have 
been using these methods all along; though there is room for improvement. 
• Ifwe could get the true cooperation ofthe manufacturing manager and his 
assistant, I believe this would be a valuable tool for our company. In addition, the 
Value Stream Mapping has great potential! Unfortunately, we need the true 
cooperation (in action, not words) of those managing the production area. 
• I was involved in the initial5-S project- at first I was excited about the process-
then very quickly lost interest! What should have been a very good effort to 
implement the 5-S, management was more interested in the paperwork and 
recognition. I think with different people involved the process would have been 
much smoother and a better experience for everyone! 
• I have seen that the organization ofthe equipment devices used by the department 
maybe more readily identified and utilized by personnel who are less familiar 
with the area. 
Total: 9 participants 
Success Cases: 
High: 4 
Medium: 3 
Low: 2 
Eureka Training Survey 
7. Did you attend the Eureka training? (Please circle your answer) 
a. Yes (9 respondents) 
b. No (0 respondents) 
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8. Which of the following best represents the implementation of the ideas formed through 
the Eureka training? (Please circle your answer and follow the instructions) 
a. I have fully implemented the ideas ofthe Eureka training with clearly positive results. 
(Please provide an example) 
(0 respondents) 
b. I have started to implement the ideas formed in the Eureka training, but I have not 
experienced any discernable results yet. (Please provide an example) 
(2 respondents; 22%) 
• We are working with our customers and suppliers to develop our welding fixture 
program we have identified obstacles and are addressing them. 
• Time is not available. 
c. I have not implemented the ideas formed in the Eureka training, but I expect implement 
them soon. (Please specify) 
(3 respondents; 33%) 
• The Eureka training that I attended "slanted" mostly to sales. My position with the 
company is in the shipping department. Should Company XYZ continue with 
Eureka, I would hope that the training would be more "rounded" to include all 
areas within the company. 
• My idea was one of the two chosen to implement after the Eureka training. The 
catch with this idea and the other picked were that we need to put scheduling in 
place to implement them but have not received support from management in the 
scheduling process so the progress of the new project has been halted. 
d. I do not have any plans to implement the ideas formed in the Eureka training. (Please 
explain why) 
(4 respondents; 44%) 
• I am not part of the current team working on implementation 
• Because out of site out of mind 
• I don't believe the company will follow through with it. 
9. Which statement best represents your feelings about management's commitment to 
Eureka training implementation and transfer to workplace processes? (Please circle 
your answer) 
a. I think management has a sincere interest and is fully committed to helping employees 
apply the ideas generated in the Eureka session. 
(1 respondent; 11 %) 
b. I think management means well, but has not fully committed to the process. 
(5 respondents; 55%) 
c. I think management sees this process as little more than an administrative requirement. 
(2 respondents; 22%) 
d. I think management has no commitment at all to this process. 
(1 respondents; 11 %) 
10. Which statement best represents your own commitment to implementing the ideas 
developed in the Eureka training? (Please circle your answer) 
a. I have a sincere interest and am fully committed to following through with the ideas 
generated in the Eureka training. 
(3 respondents; 33%) 
b. I am mostly positive, but have not committed fully to the process yet. 
(4 respondents; 44%) 
c. I think this process is little more than an administrative requirement. 
(2 respondents; 22%) 
d. I have no commitment at all to this process. 
(0 respondents) 
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11. Please use the space below for any additional comments about the Eureka training. 
• The "quick fix" is not the answer. Management views these "programs" as a 
magic wand to cure ills. We seldom dig for root causes long enough and hard 
enough to fmd them. Even then, we the correct questions are asked, and causes 
are found, steps are not taken in the right direction. Resources tend to be placed in 
the "symptom" bin. Until decision makers at Company XYZ can learn to think 
creatively and critically to apply a system that builds accountability we will 
continue to see similar results. I have found over the years that any system that 
builds in presumptions about problem solving skills of its staff being "natural" or 
somehow "genetically transmitted" is fatally flawed. Until these skills are 
cultivated (learned skills), any program attempted will suffer the consequences of 
flawed thinking. 
• We need more training and more follow-up and more time allotted to work on 
this. 
• We did not have a clear understanding ofthe purpose or goal for the Eureka 
training till halfway through the process. 
• I think it was a big waste of time and money 
• Our company needs a lot of restructuring and needs to allow time to implement 
any of these topics. The employees feel like we are stuck between a rock and a 
hard place, because ofthe due dates on projects and having time to implement 
new ideas plus the added head butting of new concepts (the teaching old dogs new 
tricks) most of us have thrown their hands up. 
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• Again, I am talking about the production area. Unfortunately, this is a large 
population of our staff and the biggest area to see and feel the impact. I believe 
that this could truly bring our company to the next level improving our ability to 
serve our customers with both quality and productivity. Improving morale of our 
staff and decreasing the frustration level. 
• I found the training very interesting and many good ideas were generated from it. 
I hope that it becomes a common practice at Company XYZ to form new ideas 
and get more employees involved in the company. Currently, the company is 
divided, in many individuals opinion, between office stafflmanagement and the 
shop employees. I think it would be very valuable tin team building within the 
company. There are a couple of reasons why I have doubts that it will become 
common practice. My first, and main concern, is that management will not allow 
the employees the time required to work on these types of projects. Projects like 
these always are lowest priority and never are questioned as to progress being 
made or deadlines being missed. My second concern is on follow through if 
something is put in place. Currently we do a very poor job maintaining processes 
and procedures. It seems like there is always something more important. I see our 
lack of efficiency and use oftechnology playing a very large role in this. We have 
too many people stuck in there ways that don't want to change. 
Appendix H: Executive Summary 
University of Wisconsin-Stout 
Assessing Impact and Transfer of Lean 101, 
5-S and Eureka Training 
at Company XYZ 
Executive Summary 
Researcher: Katharine Cannon 
Research Advisor: Dr. Renee Surdick 
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Company XYZ has undergone Lean 101 training, a 5-S project implementation and 
Eureka training over the past two years; all provided by the Northwest Manufacturing Outreach 
Center (NWMOC). The Lean training was aimed at improving the work environment by 
streamlining process systems, lead-time, organizational systems and decisions making processes. 
The Eureka trainings focused on improving creativity and brainstorming abilities to produce new 
ideas and project procedures. This study assessed the impact and transfer of the Lean and Eureka 
trainings as well as the implementation of a 5-S project. The method used to assess the impact, 
transfer and implementation is called the Success Case Method. This method searches for 
personal examples of success from the training participants at the company. The question that 
needs to be answered is: How have the Lean 101 training, 5-S project and Eureka training 
transferred to the workplace at Company XYZ? 
The purpose of the study was to assess the critical success factors that contributed to the 
successful implementation of Lean, 5-S and Eureka trainings in the workplace at Company XYZ. 
The assessed data then allowed practical recommendations to be made for the company. The 
following were the objectives of the study: 
4. Assess Lean 101 training and the 5-S project; 
a. IdentifY the critical success factors that contribute to the implementation and 
transfer of Lean to the workplace; 
b. IdentifY the barriers to the successful implementation of Lean in the workplace; 
c. Document Lean success cases; 
5. Assess Eureka training; 
a. IdentifY the critical success factors that contribute to the implementation of 
Eureka ideas; 
b. IdentifY the barriers to the successful implementation of Eureka ideas in the 
workplace; 
c. Document Eureka success cases; 
6. IdentifY resources needed for future implementation of Lean and Eureka projects. 
Impact models were created to identifY the desired results of the training; for the purposes 
ofthis study, Lean 101 training and the 5-S project were grouped together. 
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Lean 101 Training and 5-S Project Impact Model 
Participants Key Knowledge and Critical Applications Key Results 
Skills 
• Production • Systematic approach • Ensure sustainability • Increasing overall 
Workers - improvement of of the lean efficiency and 
process systems implementations consistency 
• Manufacturing 
Managers • Look at things in a • Ensure continuous • Increase overall 
systematic and improvement efforts 
effectiveness 
• Human organized way are addressed 
Resources throughout the entire 
• Improved safety 
• Participatory organization 
• Accounts decision making and 
Receivable the communication • Recognition (making • Reducing costs 
process sUlTounding visible that lean 
• Supervisors this practices are • Minimal wastes 
implemented) 
• Secretaries • Empowerment • Achieve shorter 
• Empowerment-allow lead times 
• Goal setting workers at all levels 
equal opportunities to 
• Improving the 
• Ownership address and initiate 
new projects existing good 
• Organize the work manufacturing 
area(s) 
• Ensure there is 
practices 
continuous support, 
• Streamline • Standardize the buy-in, and 
work area(s) communication within ( organizing 
the organization processes, 
• New attitude operational flow) 
towards 
• Comply/follow the 
manufacturing rules that are set up • Increase practices- shift from production 
reactionary to 
• Address and or reward capacity preventative positive improvements 
• Lean will be part 
ofthe 
organization's 
business culture 
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Eureka Training Impact Model 
Participants Key Knowledge Critical Applications Key Results 
and Skills 
• Manufacturing • Systematic • Discovering new • Increasing 
Manager approach ideas and overall 
possibilities efficiency 
• Sales • Refresh team 
work concepts • Developing Increasing • 
• Human Resources and skills continuous customer improvement 
satisfaction 
• Business Office • Look at things in efforts 
Manager a new way 
Increasing Developing new • • 
communication 
• Engineering • Empowerment - product lines 
Manager consensus with customer 
• Empowerment 
• Shipping and • Goal setting • Increase overall 
Receiving 
• Ensure there is effectiveness 
• Ownership continuous support, 
• Quality Assurance buy-in and • Reducing costs 
• Participatory communication 
• Engineers decision making Minimal wastes • 
• Following through 
• Production Workers • New attitude with developed 
towards • Achieve shorter ideas 
manufacturing lead times 
practices 
• Address and or 
reward positive • Improving the 
• New product improvements existing good 
and customer manufacturing 
development practices 
• Streamline 
( organizing 
processes, 
operational 
flow) 
• Increase 
production 
capacity 
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Lean 101 Training and 5-S Project 
Survey Results 
• Of the 33 employees that were either training in Lean or participated in the 5-S project, 
16 responded to the survey- a return rate of 48%. The survey results show that less than 
half 0 f the participants have used Lean too Is and methods; more than half believe that 
management means well in the process and the wide majority is positive about the 
possibility of implementing Lean. 
I have used Lean tools and methods. 
Which statement best represents your own commitment to 
lean implementation and transfer to workplace process? 
Ithink the 
processes is lillie 
more than a 
administrative 
requirement. 
19% 
laITl mostly . 
• positiv0,buthave· 
notc91f11Tlitted 
fultvto tht:.! 
process yet. 
37% 
I have a sincere 
interest and am 
fully committed 
to applying Lean 
knowledge and 
skills. 
44% 
I have no 
commitment ilt 
all to this process. 
0% 
Which statement best represents your feeling about 
management's commitment to lean training implementation 
Ithink 
management has 
no commitment 
at all to this 
process. 
6% 
I think 
management sees 
this process as 
litlie more than 
an administrative 
requirement. 
19% 
and tranfer to worl<place processes? 
lnanagem~nt 
means well, but 
ha!>not fullV 
comrnlteted to 
. thCil pr~cess. 
62% 
Ithink 
management has 
sincere interest 
and is fully 
commiteed to 
helping 
employees apply 
Lean knowledge 
,md skills. 
13% 
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Interview Results 
The interview results were grouped into five categories: impacts, contributors, barriers, 
ideas for implementing new Lean and 5-S projects and resources needed to implement Lean and 
5-S. The majority ofthe areas were then broken down into further subsections where specific 
examples are given from the participants answers. 
Impacts 
1. Implemented Projects 
• The Saw Department 
• Re-organizing inventory 
• Organized use of manpower 
• Sorting 
• Creating processes 
• Short-run 
• Labeling 
• Scheduling 
• Visual aids 
• Structuring 
• Office 
• Shipping 
2. Efficiency 
3. Cleanliness and organization 
4. Attitudes 
5. Communication 
6. Safety 
Contributors 
1. Training 
2. Personal research 
3. Management 
4. Pre-existing work practices 
5. New equipment 
6. Peer support 
7. Optimism 
Barriers 
1. Management 
2. Follow through 
3. Time 
4. Type of work 
5. Time of training 
6. Lack ofunderstanding 
7. Non-responsive employees 
8. Money 
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9. Company culture 
Ideas for Implementing New Lean and 5-8 Projects 
• Another 5-8 event 
• Value Stream Mapping 
• Documentation of processes 
• Organizing raw stock 
• Appointing a leader or committee to implement Lean and 5-S 
• Starting working on it now while we are slow 
Resources Needed to Implement Lean and 5-8 
1. Management support 
2. Training 
3. Follow through 
4. buy-in from employees 
5. Cultural change 
All of the participant's individual comments can be read at the end of this Executive Summary. 
Conclusion of Findings 
The data found that the majority ofthe study'S participants are not using Lean or 5-S 
tools and methods on the job. The majority feel that management means well, but is not fully 
committed to the process. However, most of the participants showed moderate interest in 
implementing Lean and 5-S within their work areas. 
The study found that the most impact has taken place in the Saw Department during the 
initial implementation of the 5-S project with NWMOC, but there has been little implementation 
or improvement since. The data also showed that participants saw noticeable differences in 
efficiency, cleanliness, organization and attitudes after the Lean 101 training and 5-S project. 
Participants noted several factors that contributed to successful implementation: training, 
optimism, personal research outside ofthe training and management support. They also 
discussed strong barriers to moving forward with the implementation of Lean 101 and 5-S; most 
notably: management, lack of follow-through and the amount of time that had passed since the 
trainings. 
The participants would like to do Lean and 5-S projects within their work areas such as 
another 5-S event, Value Steam Mapping and documenting processes on how to carry out Lean 
and 5-S procedures. The majority ofthe participants said that they would need management's 
support not just in words but also in action ifthey wanted to move forward with Lean and 5-S. 
They also feel that at this point, because time has passed, additional training should be provided 
and involve either key people or everyone in the organization. Some participants feel that the 
office staff is detached from the people on the floor that would be implementing these practices 
on a daily basis. Finally, they feel that if successful implementation is to occur, follow-through 
from the company will be necessary. 
These fmdings are congruent with the literature on performance improvement and 
transfer oftraining. Both ofthese topics discuss the importance of supervisory support in the 
implementation of tools and methods learned in training. For performance improvement, Gill 
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discusses how a supervisor views the training will affect the outcome of the training. For 
Company XYZ, participants noted that management was their largest barrier in the 
implementation process. The same holds true for the transfer of training. In order for transfer to 
occur, training participants must use the information provided to them through regular 
application, or the information is lost. The transfer climate also plays a role in the success ofthe 
implementation; when the participants were not encouraged or supported to use Lean tools and 
methods, they felt discouraged and moved on (Gill, 2006). 
Success Stories 
Three success stories were documented to show the impact and transfer of the Lean 101 
training and 5-S project at Company XYZ. 
Success story of James. James has been with Company XYZ for a long time. Through 
the Lean 101 training and 5-S project James learned the important of organization and structure 
at the workplace. 
An impact after the training was an information center centrally -located on the shop floor. 
The information center housed pictures of all the machines and documentation of the production 
progress; he said that when it was really busy, it really helped everyone stay on the same page. 
Another example is from the Saw Department where the 5-S project occurred- he said that there 
is now more space, because unnecessary materials were removed from the area; the area is now 
safer and easier to identify the next job to work on. There has also been a reduction in labor 
waste and an increase in efficiency. James also said that the training opened the eyes of 
management and exposed them to a different way of doing business. 
There were several contributors that James said helped him in the implementation 
process; that he thought the Lean 101 training and 5-S project support fi.-om the NWMOC helped 
to implement the Lean practices. He was also successful because his manager provided support 
and time to implement the practices. James also stated that he did research on his own beyond 
the training and this contributed to the implementation. 
There were also barriers to the implementation; James affirmed that the production 
manager was a barrier due to his management style. James feels that the best way to overcome 
this barrier is to provide more training to the manager and encourage him to embrace the process 
or step aside. 
James had several ideas for further implementation; he feels there needs to be a time line 
commitment from management to plan for future implementation. The timeline commitment 
would ensure support from management as well as hold people accountable to follow-through 
with the tasks. He also suggested that everyone in the company be trained internally so that 
everyone understands Lean and 5-S. For a future 5-S project, he suggested choosing a smaller 
area to teach the concept of 5-S before moving into a large area like the Saw Department. 
Success story of Lou. Lou plays a variety of roles within Company XYZ. He learned 
through the Lean 101 training and the 5-S project how to re-organize, how to work in a more 
consolidated fashion and it grew his awareness about continuously looking for ways to improve. 
The impact Lou reported is that there has been a physical re-organization after the 
training and that it is ongoing. Through the re-organization, his area has eliminated obsolete 
inventory, assigning numbers to the inventory to document its movement and has improved the 
use of manpower. Lou said that this increased efficiency because you can locate product faster 
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and the reduction of manpower has aided in cost reduction. He said that efficiency has increased 
in the areas where Lean and 5-S tools and methods have been implemented. He also said that he 
started to use the Lean tools immediately, but is not head over heels for it yet, but he still hopes 
to use it more in the future. 
Lou said that support from management contributed in implementing Lean tools and 
methods. He also said that the support from peers has benefited the process. Lou said that 
watching the beginning of the 5-S event was contagious and it started to get everyone involved; 
he also said that hearing success stories fi'om other companies has helped. 
Although Lou felt support from management in the beginning ofthe process, he said it 
slow ly faded, making this a barrier to further implementation. He also said that half 0 f the 
employees are not on board with Lean, and that most of them were not trained in Lean or 5-8 
methods. 
Lou had several ideas for further implementation, he says that management needs to 
support the process 100% and allow people the time to implement it. Lou stated that this starts 
from the top and management sets the stage for the successful implementation. He also said that 
it would be beneficial to train everyone on Lean and 5-S tools and methods. 
Success story of Kyle. Kyle is knowledgeable on many practices at Company XYZ. He 
said that after the Lean 101 training and 5-S project that he realized that you have to look at the 
overall process and identify areas of efficiency as well as areas that could use improvement. Kyle 
also said that he learned how to optimize some ofthe areas of his job. 
Kyle noticed an impact after the training, the process oftaking and producing orders was 
identified as a problem area. Kyle explained that Lean helped him identify that the company 
must work together as a team. In the ordering process, orders were being left at the front desk 
and only entered in the computer once a day because this was efficient for the office staff. 
However, if the order came in after the office staffhad entered the data, it would sit until the next 
day, losing about 24 hours of lead time. Lean helped Kyle identify this problem and then take the 
necessary steps to correct it, now orders are being processed faster to cut down on lead time. 
Kyle also said that the 8aw Department has seen significant improvement since the 5-8 project; 
he was told that the department saw a 30%-40% increase in efficiency. 
Kyle said that outside research on his own contributed in the implementation of Lean 
methods. He also said that talking with co-workers about the process has been helpful. 
Kyle felt that some members of management have been a barrier because oftheir 
management style; he said that some managers told employees that they were doing a 5-8 project 
when they were not, and this had a negative effect on the process as a whole. He also sees money 
as a barrier because we are not spending money on the time or people to implement the 
processes. Kyle also sees a resistance to these changes from some of the employees at the 
company and noted this as a barrier. 
Kyle's idea for future implementation is that there needs to be an investment of time and 
people into the project. If another project were to occur, he says that management needs to 
approve and support the entire process. 
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Eureka Training Results 
Survey 
• Of the 13 employees that participated in the Eureka Training 9 responded to the survey- a 
return rate of69%. The majority ofthe participants have either not used or have not seen 
any results from the ideas developed in the Eureka training. The majority feel that 
management means well or is sincerely committed to developing the ideas; and the vast 
majority ofparticipants are optimistic about the Eureka process. 
Whichofthe following best represents the implementation of the 
ideas formed through the Eureka training? 
I have fully 
implemented the ________ -== 
ideas of the 
Eureka training 
with clearly 
positive results. 
0% 
I have started to 
implement the 
_____ ideas formed in 
the Eureka 
training, but I 
have not 
experience any 
discernable 
results yet. 
22% 
I have not 
implemented the 
ideas formed in 
the Eureka 
training, but I 
'" expect to ~ implement them 
soon. 
33% 
Which statement best represents your feelings about management's 
commitmentto Eurel<a training implementation and transfer to 
work place processes? 
Ithink 
management hJS ______ -:: 
no commitment 
at ali to the 
process. 
11% 
Ithink 
tnJnagement sees 
this process <)$ 
lillie more than 
an administrative 
requirement. 
22% 
. manag(!ment 
means; well,bllt 
ha$"otfutly> 
committed to the 
process. 
5.6% 
I think 
managements has 
a sincere interest 
and is rully 
committed to 
helping 
employees apply 
the ideas 
generated in the 
Eureka session. 
11% 
Which statement best represents your own commitmentto 
implementing the ideas developed inthe Eureka training? 
I have no 
commitment at 
all to this 
process. 
0% 
. lam mostly 
positive, but have 
notcommltteg 
.. fully to the 
process yet; . 
45% 
I have a sincere 
interest and am 
fully committed 
to following 
___ through with the 
ideas generated 
in the Eureka 
training. 
33% 
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Interview Results 
The interview results were grouped into five categories: impacts, contributors, barriers, 
ideas for implementing the ideas developed in the Eureka training and resources needed for 
further implementation. The majority of the areas were then broken down into further 
subsections where specific examples are given from the participants answers. 
Impacts 
1. Implemented Eureka projects 
• There was one project implemented from the Eureka training. The project was 
to develop a customer database through Company XYZ's website where 
customers could track their order status; this project is currently on hold. 
2. Awareness 
3. Possibilities 
4. Team building 
5. Improvements 
Contributors 
1. Support 
2. Implementation teams 
3. Immediate implementation 
4. Training 
Barriers 
1. Communication 
2. Unclear purpose 
3. Time 
4. Follow-through 
5. Lack of foundation 
6. Management 
7. Accountability 
Ideas for Implementation 
• Solicit ideas from everyone in the company 
• Increase the levels of communication 
• Develop processes and timelines 
• Hold people accountable 
• Create a leader or implementation coordinator 
• Use Value Stream Mapping 
• Create a strong foundation before moving on to Eureka 
Resources needed for Implementation 
1. Management support 
2. Time 
3. Training 
4. Team support 
5. Outside support 
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6. Money 
Conclusion of Findings 
The majority of the participants said that they are not using the ideas developed in the 
Eureka training, but they are very positive about the process and would like to implement the 
ideas. The majority also said that they feel that management means well in terms of Eureka, but 
is not fully committed to the process. 
An impact of Eureka training has been the implementation of a website where Company 
XYZ's customers can log in and check the status oftheir order; but this project is currently on 
hold. Participants stated that after the Eureka training, they became more aware of the company's 
business practices, they enjoyed the team-building aspect of Eureka and they made 
improvements to their current systems. For these impacts to occur, several contributors were 
listed as aiding in the implementation: general support, implementation teams, immediate 
implementation of the ideas following the training and then the training itself 
The barriers to the implementation process are: communication, an unclear purpose at the 
time ofthe training, a lack of time to implement and a lack ofa foundation to build on. Most of 
the participants feel they do not know what the current status is with the ideas generated in the 
Eureka training; some do not know if was even implemented at all. A couple of the participants 
did not understand what Eureka training was until halfway through the session; they thought it 
was a seminar on how to fix things within the company. Time is also a key barrier because these 
projects need manpower to move and time is not allotted. In addition, some ofthe participants 
feel that other problems in the company should be addressed before moving on the Eureka 
training. 
There were several ideas for further implementation such as: increase communication, get 
input and ideas from different people in the company and appoint a leader to be accountable for 
implementing the process. To move forward, the participants feel that they will need support 
from management, the implementation teams and outside entities to design the programs; they 
also feel they need more time and training. 
These fmdings are congruent with the literature on innovation; the lack of 
implementation can stem from a set of poorly designed objectives. The fact that people from the 
training do not know the implementation status of the ideas shows that the objectives of the 
training did not lead the way for implementation either because of a lack of follow-through or 
understanding. In addition, in order for innovation to succeed, the company must have a culture 
of innovation and step outside ofthe normal lines of management. At Company XYZ, the culture 
is currently not conducive to innovative practices. 
Success Stories 
Success story of David. David understands several areas of Company XYZ. He feels that 
the Eureka training was a good fit for the company because it took him and the group through a 
brainstorming process that they would not usually go through. David also feels like the process 
was good because it allowed individuals get involved that would not usually speak up ifthey had 
ideas. 
The Eureka training impacted David, he started to think more open mindedly and became 
more attune to the reality that there is constant change going on around him. David says the 
training provided the company with several good ideas for the future. 
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David said that support from management contributed in the process initially, but faded 
as time went on. He also said the training aided in the implementation of the ideas developed in 
the Eureka session. He stated that he has done research on his own about the ideas and the 
implementation of them and this has helped him understand Eureka. 
David said that the scheduling system is a large barrier to the implementation process 
because it is the foundation of the new idea. He feels there is a lack of trust in a new scheduling 
system, and until there is trust, the project will have trouble moving forward. He also said that 
money is a barrier because a new computer system will cost money. David also said that there is 
a lack of follow through with the ideas and there is no communication between the 
implementation teams. 
David believes there is a dividing line between the office and the shop floor and that his 
barrier could be worked on to build trust. If further implementation is to occur, he feels that 
everyone in the company should be involved in this process and to hold Eureka training semi-
annually to solicit new ideas. He believes that the trainings should be done in groups and 
constantly rotating people so new ideas are generated and the company cannot get behind or in 
trouble. He also believes that time will be needed for this process and that this would need to be 
seen as a priority. 
Success story of Connor. Connor feels that the Eureka training was a good fit for the 
company because at the time of the training, the company was looking for new product ideas. He 
said that he started to implement the ideas from the training and wants to keep working on them 
but they are on hold. Connor feels that he has had a personal change in perspective since the 
training. 
Connor feels that the training impacted Company XYZ and provided them with 
something really valuable: a realization ofwhat they are good at. He says that sometimes when 
they are slow, they start to look in new directions, but the Eureka training made them realize 
their own identity. It also made people look outside ofthe box, but also inside the box to identify 
where problems were within the company. 
Connor said there was very little that contributed to helping him with the ideas because it 
changed on his personal perspective and the projects were on hold. 
Connor stated that time was a large barrier to the process and that there was a lack of 
commitment fi'om management. He said that the company's culture was a barrier because they 
are use to making decisions quickly and without direction. 
If further implementation is to occur, Connor feels that a foundation of Lean and 5-S is 
needed before moving on to the Eureka ideas. He also feels that the production manager will 
need to be fully on board with the entire process and follow through with his commitment to it. 
Success story of Levi. Levi said that he learned more about what Company XYZ is 
supplying to customers. It helped him and the group to identify what separates Company XYZ 
from the competition, and to identify the real reason to believe and the real difference. 
Levi said that the training impacted Company XYZ because it got some people to statt 
thinking outside ofthe box and looking at what Company XYZ can really do. It also made them 
question ifthere was anything that they could really offer to their customers that the competition 
couldn't; he said the results were not what they expected. Levi said it made them re-evaluate 
what they are offering to customers and to update their marketing approach. 
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Levi did research on his own to better understand Eureka and the ideas. He also believes 
that it was really helpful and critical that the owner attended the training session. Levi believes 
there was good direction in the training session from the facilitators and this helped with the 
implementation. 
Levi said a barrier is that there is not enough time allotted to implement the ideas 
developed the Eureka training session. He also feels that there is an offloading of responsibility, 
so things are not getting done. 
For further implementation, Levi feels that it would help to sit down as a team and 
discuss the ideas and find out what will work and what will not work. He feels that the right 
people need to be assigned to the projects and they need to be assigned hours to work on it. He 
also feels that management should set milestones and follow-up on those milestones. Levi feels 
that communication needs to increase, and if a project needs to be stopped, that it is discussed 
with the group. 
Recommendations 
The following recommendations are based on the literature review, the two impact 
models and the study results: 
1. Demonstrate senior management commitment to the change process. This occurs 
by endorsing the change process, creating a sense of personal accountability by 
using formal and information mechanisms within the company. The formal 
mechanisms generally include that senior leaders build coalitions, communicate 
publically in-front of employees, appoint creditable leaders to lead change 
processes, provide the project with resources, set change metrics and ilssure that 
barriers faced are eliminated as small wins occur. Informally leadership 
establishes accountability in creating work processes that focus on the obtaining 
the desired results. 
2. Establish clear measurable change metrics in the objectives and outcomes. For the 
Lean 101 training, 5-S project and Eureka training, the metrics for measurement 
are unclear to those involved in the process. According to the literature on 
performance improvement, innovation and transfer of training; in order for 
training to be successful, there must be a clear set of objectives that are aligned 
with the company's business model. Clear objectives can lead to the 
accountability of the project leaders as well as those responsible for carrying out 
the processes. Clear outcome measures will allow for feedback lines to be 
established and to track progress and growth. 
3. Provide time for implementation. The key to the transfer of training is providing 
time for training participants to practice what they have learned in the training on 
the job. Training is a process and time must be made for adjustments in current 
practices and new developments. 
4. Develop a culture that is conducive to new practices and innovation. In order for 
training to succeed, everyone must be on board fi'om the top down. Employees 
need to feel that the training is important and the model of successes comes 
directly from management. A company's culture plays one ofthe largest roles in 
the transfer oftraining. 
5. Follow through on the training implementation. Training is an investment that is 
wasted ifnot used. Follow-through also deals with a company's culture because a 
114 
lack of follow through can become embedded in the culture to the point where 
employees stop believing in new training initiatives. Following through with the 
training practices shows employees the benefit ofthe training and the 
commitment of the company. 
6. Increase communication. Many of the participants were unaware of where Lean 
101, 5-S and Eureka were in the implementation process. Communicating project 
successes and stmggles throughout the company will allow employees to become 
vested in the work they are doing. This also allows for management to encourage 
the changes and make adjustments as needed. Communicating expectations will 
also break through managerial barriers. 
7. Provide additional training. The transfer of training is increased if the participants 
are able to use the information learned immediately on the job. Due to the time 
that has passed since the training occurred, it would be beneficial to refresh Lean 
101 training and 5-S methods. However, the training is only needed if the 
company is ready to implement the ideas based on a new view ofthe training 
initiatives. 
If Company XYZ were to act on these recommendations, strategic changes in the 
company's culture will need to take place. According to Burke and Hutchins, work environment 
plays a key role in the successful implementation of any form of training. The most notable 
variables are the transfer climate, supervisory support, peer support and the opportunity to 
perform (Burke & Hutchins, 2007). Further research would need to be done to identify where 
changes need to be made in the culture and stmcture of Company XYZ. 
Survey Results 
Lean 101 Training and 5-S Project Survey 
Total: 16 participants 
Lean Success Cases: 
High: 5 
Medium: 5 
Low: 6 
12. Did you attend the Lean 101 Training? (Please circle your answer) 
a. Yes (15 respondents) 
b. No (1 respondent) 
13. Were you a part of the 5-S project? (Please circle your answer) 
a. Yes (3 respondents) 
b. No (13 respondents) 
14. I have used Lean tools and methods. (Please circle your answer and follow the 
instmctions) 
a. Yes, with clearly positive results. (Please provide an example): 
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(2 respondents; 13%) 
• Labeling/identifying things in the shop (press area) and organizing my office. 
• I have been using these methods since for along time, long before I ever heard of 
Lean Manufacturing. 
b. Yes, but I haven't experienced any discernable results yet. 
(4 respondents; 25%) 
• Was involved in the 5-S in the Saw Department, people worked hard. 
Unfortunately the two supervisors were not cooperative and tried to interfere in 
the process. There was then no follow-up and 5-S was never completed. This 
resulted in frustrated participants. Also, encouraged the beliefthat we start and 
don't finish. 
• I worked on developing a Value Stream Map of the flow ofajob through the 
company. It was a rough draft meant to be expanded upon and become more 
detailed but was set aside and never finished. 
• Saw shop underwent 5-S re-organization. Some improvements were made in the 
area of storage; no significant increase in productivity was noted. 
c. Not yet, but I expect to use Lean tools and methods. (Please specify) 
(6 respondents; 37%) 
• Probably because this is what the company is leaning towards as far as I know. 
• I think we could defmitely benefit from Value Stream Mapping in how we do 
things administratively but haven't given us the opportunity to do that yet. 
• Hope to apply Lean in the Business Office. 
d. I don't have any plans to do this. (Please explain why) 
(4 respondents; 25%) 
• No emphasis placed on all facets by management. Viewed as more of "program" 
"Quick Fix", than "A Way of Doing Business". I am at the "use it or lose it" 
stage ... Lost it! 
• Because it is more for product line. 
• Our company doesn't follow through on structured programs like Lean. We will 
start something and it fades away. Our owner does not commit to these programs. 
15. Which statement best represents your feelings about management's commitment to 
Lean training implementation and transfer to workplace processes? (Please circle your 
answer) 
a. I think management has a sincere interest and is fully committed to helping employees 
apply Lean knowledge and skills. 
(2 respondents; 13%) 
b. I think management means well, but has not fully committed to the process. 
(10 respondents; 62%) 
c. I think management sees this process as little more than an administrative requirement. 
(3 respondents; 19%) 
d. I think management has no commitment at all to this process. (1 respondent; 6%) 
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16. Which statement best represents your own commitment to Lean implementation and 
transfer to workplace process? (Please circle your answer) 
a. I have a sincere interest and am fully committed to applying Lean knowledge and skills. 
(7 respondents; 44%) 
b. I am mostly positive, but have not committed fully to the process yet. 
(6 respondents; 37%) 
c. I think this process is little more than an administrative requirement. 
(3 respondents; 19%) 
d. I have no commitment at all to this process. (0 respondents) 
17. Please use the space below for any additional comments about Lean 101 training and 
the 5-S project. 
• If it is everyone's responsibility, without leadership and responsibility, it is no 
ones responsibility. This is similar to other programs we've had. Tends to be 
thrown out there hoping that folks will grab on, if the majority doesn't, then it 
dies. 
• I don't think the most influential middle management person is willing to let the 
employees have enough say in the process for it to succeed and to get their 
support and buy-in. 
• I wish I could have been apart of the 5-S event and hope to be included in any 
future events. The Lean 101 training (what I can remember) was fun and 
effective. 
• Company XYZ has a management staff that doesn't function as a team. 
management manager doesn't like to delegate much, if any, authority. In a 
program like Lean you need input from all employees, management 
micromanages too much to let this happen. Without production management on 
board it is hard for the management "team" to work in a positive direction with 
Lean. Production management is more concerned with their department than the 
company as a whole. I would love to have a management team that works for a 
common goal. 
• I think we have been too busy to implement it. In a lot of ways I think we have 
been using these methods all along; though there is room for improvement. 
• Ifwe could get the true cooperation of the manufacturing manager and his 
assistant, I believe this would be a valuable tool for our company. In addition, the 
Value Stream Mapping has great potential! Unfortunately, we need the true 
cooperation (in action, not words) of those managing the production area. 
• I was involved in the initial5-S project- at first I was excited about the process-
then very quickly lost interest! What should have been a very good effort to 
implement the 5-S, management was more interested in the paperwork and 
recognition. I think with different people involved the process would have been 
much smoother and a better experience for everyone! 
• I have seen that the organization of the equipment devices used by the department 
maybe more readily identified and utilized by personnel who are less familiar 
with the area. 
Eureka Training Survey 
Total: 9 participants 
Success Cases: 
High: 4 
Medium: 3 
Low: 2 
18. Did you attend the Eureka training? (Please circle your answer) 
a. Yes (9 respondents) 
b. No (0 respondents) 
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19. Which of the following best represents the implementation of the ideas formed through 
the Eureka training? (Please circle your answer and follow the instructions) 
a. I have fully implemented the ideas ofthe Eureka training with clearly positive results. 
(Please provide an example) 
(0 respondents) 
b. I have started to implement the ideas formed in the Eureka training, but I have not 
experienced any discernable results yet. (Please provide an example) 
(2 respondents; 22%) 
• We are working with our customers and suppliers to develop our welding fixture 
program we have identified obstacles and are addressing them. 
• Time is not available. 
c. I have not implemented the ideas formed in the Eureka training, but I expect implement 
them soon. (Please specify) 
(3 respondents; 33%) 
• The Eureka training that I attended "slanted" mostly to sales. My position with the 
company is in the shipping department. Should Company XYZ continue with 
Eureka, I would hope that the training would be more "rounded" to include all 
areas within the company. 
• My idea was one of the two chosen to implement after the Eureka training. The 
catch with this idea and the other picked were that we need to put scheduling in 
place to implement them but have not received support from management in the 
scheduling process so the progress of the new project has been halted. 
d. I do not have any plans to implement the ideas formed in the Eureka training. (Please 
explain why) 
(4 respondents; 44%) 
• I am not part ofthe current team working on implementation 
• Because out of site out of mind 
• I don't believe the company will follow through with it. 
20. Which statement best represents your feelings about management's commitment to 
Eureka training implementation and transfer to workplace processes? (Please circle 
your answer) 
a. I think management has a sincere interest and is fully committed to helping employees 
apply the ideas generated in the Eureka session. 
(1 respondent; 11 %) 
b. I think management means well, but has not fully committed to the process. 
(5 respondents; 55%) 
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c. I think management sees this process as little more than an administrative requirement. 
(2 respondents; 22%) 
d. I think management has no commitment at all to this process. 
(1 respondents; 11 %) 
21. Which statement best represents your own commitment to implementing the ideas 
developed in the Eureka training? (Please circle your answer) 
a. I have a sincere interest and am fully committed to following through with the ideas 
generated in the Eureka training. 
(3 respondents; 33 %) 
b. I am mostly positive, but have not committed fully to the process yet. 
(4 respondents; 44%) 
c. I think this process is little more than an administrative requirement. 
(2 respondents; 22%) 
d. I have no commitment at all to this process. 
(0 respondents) 
22. Please use the space below for any additional comments about the Eureka training. 
• The "quick fix" is not the answer. Management views these "programs" as a 
magic wand to cure ills. We seldom dig for root causes long enough and hard 
enough to find them. Even then, we the correct questions are asked, and causes 
are found, steps are not taken in the right direction. Resources tend to be placed in 
the "symptom" bin. Until decision makers at Company XYZ can learn to think 
creatively and critically to apply a system that builds accountability we will 
continue to see similar results. I have found over the years that any system that 
builds in presumptions about problem solving skills of its staff being "natural" or 
somehow "genetically transmitted" is fatally flawed. Until these skills are 
cultivated (learned skills), any program attempted will suffer the consequences of 
flawed thinking. 
• We need more training and more follow-up and more time allotted to work on 
this. 
• We did not have a clear understanding ofthe purpose or goal for the Eureka 
training till halfway through the process. 
• I think it was a big waste oftime and money 
• Our company needs a lot of restructuring and needs to allow time to implement 
any of these topics. The employees feel like we are stuck between a rock and a 
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hard place, because of the due dates on projects and having time to implement 
new ideas plus the added head butting of new concepts (the teaching old dogs new 
tricks) most of us have thrown their hands up. 
• Again, I am talking about the production area. Unfortunately, this is a large 
population of our staff and the biggest area to see and feel the impact. I believe 
that this could truly bring our company to the next level improving our ability to 
serve our customers with both quality and productivity. Improving morale of our 
staff and decreasing the frustration level. 
• I found the training very interesting and many good ideas were generated from it. 
I hope that it becomes a common practice at Company XYZ to form new ideas 
and get more employees involved in the company. Currently, the company is 
divided, in many individuals opinion, between office staff/management and the 
shop employees. I think it would be very valuable tin team building within the 
company. There are a couple of reasons why I have doubts that it will become 
common practice. My first, and main concern, is that management will not allow 
the employees the time required to work on these types of projects. Projects like 
these always are lowest priority and never are questioned as to progress being 
made or deadlines being missed. My second concern is on follow through if 
something is put in place. Currently we do a very poor job maintaining processes 
and procedures. It seems like there is always something more important. I see our 
lack of efficiency and use of technology playing a very large role in this. We have 
too many people stuck in there ways that don't want to change. 
Interview Responses Lean 101 Training and 5-S Project 
Impacts. The data regarding impacts was broken down into seven categories: 1) implemented 5-S 
and Lean projects, 2) efficiency, 3) cleanliness and organization, 4) attitudes, 5) communication, 
and 6) safety. 
7) Implemented 5-S and Lean projects. The scheduled 5-S project took place in the Saw 
Department; this was the only project that was formally implemented at Company 
XYZ. Participants reported implementing 5-S and Lean projects individually in the 
following areas: 
• Re-organizing inventory 
• Organized use of manpower 
• Sorting 
• Creating processes 
• Short-run 
• Labeling 
• Scheduling 
• Visual aids 
• Structuring 
• Office 
• Shipping . 
8) Efficiency. Eight respondents (67%) noted that efficiency increased after the Lean 
101 training and 5-S project. 
• One participant heard that the Saw Department has increased 30-40% in 
efficiency. Order processing, on average, has been cut by half a day. 
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• We are more efficient all the way around, we have done limited work- but it 
has already been completed. It helped to reduce costs, we are now watching 
our supplies better and coordinating with others, and we are recycling and 
scheduling better. 
• I learned a lot about using the sorting, getting rid of stuffthat you don't need 
and about being more efficient and identifYing areas that you are inefficient 
m. 
• It made me more aware of continuous improvement practices; I am now 
always looking for more efficient ways of doing things. 
• The biggest improvement was the efficiency ofthe paperwork; there are now 
boxes on the wall based on customer and priority. 
• It affected efficiency because you know where things are. 
• Saw room is the main operation for the company, they put material out for the 
whole shop- the increased efficiency helped out everyone; they can really put 
it out when we need it. 
• We re-arranged the machines so we could get things done more efficiently and 
we consolidated most ofthe tools, which is a really good method if you can 
get people to put the tools back. It made it easier for moving stock around. 
The way we re-arranged the machines, it is physically easier to get the product 
in and out. 
• It increased efficiency and has reduced labor waste as well as taking less time 
to locate materials because we removed unnecessary stuff. 
9) Cleanliness and organization. Seven participants (58%) reported an increase in 
cleanliness and organization after the Lean 101 training and the 5-S project. 
• We try to keep our area clean, organized and user friendly so people can do 
their job. 
• We are looking more at 5-S than Lean, we are trying to get everything 
organized so people can understand what is going on from plant to plant. 
• I learned how to re-organize and work in more consolidated fashion. An 
example ofthis is the physical re-organization is ongoing and we are trying to 
eliminate obsolete inventory, determine the inventories location and assign 
numbers to the product to make it easier to find. We have also re-organized 
the use of manpower; we use to double up on people for one task, now we do 
not do that anymore. 
• Out on the shop floor, a lot of cleaning has taken place. They are more 
organized and using shadow boards, but not in every area. 
• We are attempting to be more organized and have accomplished that to some 
degree. The layout is set out better than it was before. 
• The work areas are cleaner. 
• Increased organization, safety was really improved in the saw room- there 
used to be a lot of accidents back there, now there has been nothing major 
• After the 5-S you could see where everything was. Organization was a big 
asset. 
• We re-arranged the shop floor, color coded, got new shelves and organized 
everything. 
10) Attitudes. Six respondents (50%) reported changes in attitudes after the Lean 101 
training and 5-S project. 
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• I learned that you have to look at the overall process rather than focusing on 
only optimizing your ownjob. 
• Initially I had a hard time seeing that Lean would be useful because we have a 
unique product, but now I see the flow fl.-om beginning to end. 
• I believe that the employee spread of believing is about 50/50- but the ones in 
the middle are the most realistic. On the scale of believing in Lean, I think the 
employees that were trained see it as a positive. 
• It made us aware of Lean; and It made people excited and understand how 
Lean worked and how to improve the process and think it through. 
• After the training I have become more conscience of Lean and thinking of 
ways to apply it. 
• The training and the 5-S project were great. Everyone really got enthused 
about it and productivity grew three fold. 
• I was using some of the tools immediately after the training; you get excited in 
the training and you get reminded of what you already know and it makes you 
want to do it. 
• Definitely opened the eyes of the managers and exposed a different way of 
doing business. 
11) Communication. Two participants (17%) discussed the impact that Lean 101 training 
and the 5-S project had on communication. 
• It increased communication between departments. 
• I though it did a good job bringing people together as a team and to work 
together as a company. It showed other people that management was making 
an attempt to make things better. 
12) Safety. Two participants (17%) reported an increase in safety after the Lean 101 
training and the 5-S project. 
• Safety was really improved in the Saw room. 
• We gained more space in the Saw Department, it is now a safer environment, 
and it is easier to identify the next job to work on. 
Contributors. The following data illustrates the contributors to the successful implementation of 
Lean and 5-S methods at Company XYZ. The contributors were broken down into seven 
categories: 1) training, 2) personal research, 3) management, 4) pre-existing work practices, 5) 
new equipment, 6) peer support, and 7) optimism. 
8) Training. Seven participants (58%) reported that training contributed to the successful 
implementation of Lean and 5-S practices. 
• The Lean 101 training was a good demonstration of Lean practices. 
• The training was very informative- it was quiet the demonstration. 
• After we went through the training, 5-S was really good for the people involved, it 
forced them to learn and use and then teach it to others. 
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• Kelly and Aaron did a really good job; they look at your place and don't shove it 
down your throat. Lean was good and 5-S was very good. . 
• The training helped me because it was very hands on and you gained an 
understanding of Lean. 
• The people who gave the training did a great job. 
• The training itse1fwas good, it taught people what Lean was all about and it made 
it sink in. 
• The most helpful thing was Aaron and Kelly coming and training us individually. 
9) Personal research. Three individuals (25%) reported doing outside readings on Lean 
and 5-S methods; they reported that this aided in their understanding ofthe processes. 
10) Management. Three participants (25%) reported support from management aided in 
the implementation process. 
• Management's support helped me through the process. 
• I was allowed time by management to implement Lean. 
11) Pre-existing work practices. Two participants (17%) repOlted that either their 
personality or work habits aided in the implementation process. 
• It helped me understand Lean and 5-S better, but I am an organized individual, so 
it just aided in the process. 
• If you look from the perspective of different depaltments, a lot ofthe ideas put 
forth in Lean were already being used. 
12) New equipment. Two participants (17%) reported that receiving new shelves aided in 
the organization efforts of Lean and 5-S. 
13) Peer support. Two participants (17%) reported that peer support helped them through 
the implementation process. 
• The support of my fellow employees helped me. 
• It helped to talk about it with co-workers. 
14) Optimism. Six participants (50%) seem very optimistic about the Lean and 5-S 
implementation. 
• If people stick with it we can do it. 
• I watched the 5-S project and it was contagious, it started to tub off on other 
employees. 
• It was my personal experience that as the training went on, you could start to see 
the benefits of Lean. 
• I don't feel that Lean has really taken hold yet, but I hope it does in the future; I 
am sure we will do it, I have no doubt. The whole goal is to streamline how we do 
things here. 
• I like Lean and 5-S; I am all for it and I am hoping we can do it in the company in 
every department. We need to remain competitive in the market because it tough 
out there. At first I wasn't sure about Lean, but the more I learn, the more I like it. 
• I wish we would use more 5-S, the organizing part and I wish they would 
continue to implement it, when Company XYZ gets busy again, it will really have 
a big effect. 
• I hope that someday we embrace it and really utilize it to help improve. 
• It was a good training and I would like to be involved in it more. I wish I could 
have been a part ofthe 5-S group because I have stuffto offer. It has a lot of 
potential and we need to get it going. 
123 
Barriers. There were nine barriers to the implementation and transfer ofthe Lean 101 training 
and 5-S project. The sub categories of barriers is as follows: 1) management, 2) follow through, 
3) time, 4) type of work, 5) time of training, 6) lack of understanding, 7) non-responsive 
employees, 8) money, and 9) company culture. 
10) Management. Nine participants (75%) reported management as a barrier to the Lean 
and 5-S implementation. 
• The biggest barrier is that management in the production area needs to let go of 
their dictator management style; they seem very nervous of giving people 
decision-making abilities; other barriers are lack of foresight and confidence in 
the process. We had a chance to do it on the floor but we blew it because the 
management called it a 5-S event when it really wasn't, and they did not allow 
employees to be involved in the process- they just told them what to do, this could 
have been a real chance for buy-in from the employees. 
• A barrier to the implementation was that the company is not totally committed to 
Lean. 
• A failure is that management personnel are telling the employees that they are· 
doing 5-S when they really are not. Ifwe took the time to train everyone and get 
buy in from key people, then we would succeed. 
• We would need support from the production management team, they verbally 
support it, but their actions do not support it. I don't think it could be a success 
without changing that. 
• We need to follow through from management, we are not allowed the time to 
carry this out; without the time it is very difficult to do. We say we will do it but 
we don't. 
• We really need the production manager to support it; I feel like we would have a 
better chance of succeeding ifhe did. 
• The management didn't seem to support it like he should have. The owner 
verbally supports it but doesn't have time to physically support it because he is so 
busy. 
• A barrier is a lack of leadership, this is not just a project or program, it is a way of 
doing business- a way of doing life. We can't do it without a plan to make it stick. 
We hop fi'om one idea to the next without integrating it into our system- then the 
concept dies because there is not integration. 
• Management can't be stepping on people's toes that are trying to implement it. 
• A barrier is management, at the time we were busy, they didn't want the Saw 
Department to shut down. If things are going to work things need to be 
implemented by management. First it needs to be pushed and it wasn't; they 
weren't on board fi'om the beginning. Management must stand behind the process, 
the owner is all for this stuff but the manufacturing manager says that they cannot 
do it. It is impossible to do it alone, it's just too much. 
• The production manager had the floor re-organize and he called it 5-S, and it 
really wasn't, that undermines the process. 
• The manufacturing manger has the most people reporting to him so it will not 
work unless he supports it. 
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• A barrier is management, certain managers are more open to it, but the old school 
ones don't like change and perhaps they need more training. 
11) Follow through. Six participants (50%) reported that follow through is a large barrier 
to the implementation process. 
• The biggest thing we need is a continual process- not a once and a while training. 
It is like learning a new language, if you don't use it you lose it. It is not too late 
for us to implement Lean and 5-S we just need some through review. 
• We didn't follow through with the completion ofthe 5-S project and the 
sustainability 0 fit. 
• At the time of the training we had a 3 day event, we busted butt cleaning, sorting, 
organization, created tool boards and used the wall for saw blades. Everyone was 
excited about Lean and 5-S but now we have unfinished projects. 
• It made us aware of Lean, but we should have taken the next step right away. It 
made people excited and understand how Lean worked and how to improve the 
process and think it through; at the time it could have been successful. 
• For a lot ofthe Lean training I do not know if it has been used- we are lacking 
follow through. 
• We say we will do it but we don't. 
• I don't think the Saw Department got completed, as far as I know there was no 
follow-up and follow through in the Saw area. 
• There was no follow up at all; they expected us to just go and do it and that it will 
just work on its own. 
• I don't see a noticeable difference in the company as a whole. Some people really 
wanted it to work, but Company XYZ has never been a follow through company 
and that is what happened. 
12) Time. Three participants (25%) said time was a barrier in the implementation process. 
• Ifwork is to be done they are not given time to carry out the processes. 
• Time has been a large barrier. 
• After training, I was the only one who did any individual work because other 
people were not allowed the time. 
13) Type of work. Four participants (33%) said that the type of work they preformed was 
a barrier to the Lean and 5-S implementation. 
• We are not a production we are job shop so we never know what our day-to-day 
operations will be. I asked how to do Lean and 5-S but it does not work of us 
because production runs are rare. 
• They picked a very busy department to start with; it was a big area and it hindered 
some of the progress. 
• None of it applied, it was more towards manufacturing product, demonstration 
was a product line and here you don't know what you will do day-to-day because 
the job varies. 
• We make one part then tear down and make another part; I could see it working 
better for an assembly line. 
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• The job itself is a barrier, and the way we have to do things to get something 
done. There is not special tooling that can be used or ordered to do something of 
these jobs; if we were running a production line, then I could see how Lean can be 
helpful. 
14) Time oftraining. Five participants (42%) reported that the training had occurred too 
far in the past to be extremely useful at this point. 
• The training was a year and a half ago so I have forgotten most of the training 
because we haven't been using it. 
• The training helped me, but if it is not continues or ongoing and if you don't use it 
you lose it. 
• We need to retrain people because it has been two years since the training and that 
is just too long. 
• I am not using Lean on the job- I learned that I either need to use it or lose it. 
• We need more training in Lean and we need to get people involved. If you don't 
use it you lose it. 
• People talked about it, but it has been so long though that there isn't much to talk 
about it anymore. Ifit is on people's minds they do it more than when it is not on 
their mind. 
• It has been a year and a half and a lot ofthe training has been forgotten, shame on 
us for waiting so long. 
15) Lack of understanding. Two participants (17%) commented that they still have a lack 
of understanding for the Lean and 5-8 process; this has hindered their ability for 
successful implementation. 
16) Non-responsive employees. Two participants (17%) indicated that some employees 
are not buying into the Lean and 5-8 process; this is then causing a barrier for the 
successful implementation across the plant. 
17) Money. Two participants (17%) indicated that money has become a barrier in the 
implementation process. The participants indicated that the 8aw Department had 
more ideas, but there was not money to support them. 
18) Company culture. Two participants (17%) indicated that the company culture was 
creating a barrier to successful implementation. 
• It did some good, but that is a double edged sword, people have gained awareness 
that they did not have before. The bad side, it was presented, there was a real 
feeling of hope for improvement, and then there was no follow through. That just 
demonstrates the internal company problems. 
• We hop from one idea to the next without integrating it into our system- then the 
concept dies because there is not integration. It is nobody's job responsibility and 
people are not rewarded for doing the right thing. We drop these programs 
because we do things in a homemade, do-it-yourself mentality, we base our 
actions on something we previously thought was the problem but it really wasn't 
the problem, so the solution we choose wasn't the real solution. There is a real 
problem with respect here, we need to start at the top of the company and create a 
culture of mutual respect. We also need to focus on people's strengths and tap into 
their ideas. With Lean we are putting the cart before the horse. We need a system 
of accountability and a framework to carry this out. We can't just tell people how 
to think, a learned skill must be taught. 
• Accountability, a plan, follow through, action on a continuous basis so the 
company can improve and evolve. We get so busy that we don't look at our 
problems or successes, so then we don't learn from them and we repeat our 
problems. 
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• Each department is focused on itself; it really needs to be implemented across the 
company. 
Ideas/or implementing new Lean and 5-S projects. The following is a list of ideas to move 
forward in the Lean and 5-S implementation process: 
• Another 5-S event 
• Value Stream Mapping 
• Documentation of processes 
• Organizing raw stock 
• Appointing a leader or committee to implement Lean and 5-S 
• Starting working on it now while we are slow 
Resources needed to implement Lean and 5-S. There were five themes identified for the 
resources needed to implement future Lean and 5-S projects. The sub-categories are as follows: 
1) management support, 2) training, 3) follow through, 4) buy-in from employees, and 5) cultural 
change. 
6) Management support. Seven participants (58%) indicated that managements support 
will be needed to achieve successful implementation of Lean and 5-S. 
• We need management approval, they have been guilty of assigning projects but 
not allowing the time to make it happen; they need to start focusing on what is 
important, not just what is urgent. 
• If! were to implement another project, I would need the continued support of 
management. I believe it starts at the top, because those are the people that set the 
stage for change. 
• We would need support from the production management team, they verbally 
support it, but their actions do not support it. 
• If the production manager jumped on board with everything we could do it. 
• The supervisors need to support it and train their employees and support them to 
get it done. We need fo llow through and supervisors need to be 100%, they need 
to train their people and help them do it- then we will succeed. 
• We need a manufacturing manager that can understand and embrace it. 
• We need 100% buy-in from management. 
• I would need a timeline commitment from management staff. Our habits are lets 
get statied on something but not set up a timeline- there is no planning ahead. I 
would need a training commitment and support from all mangers; unless we can 
do that we will fail. 
7) Training. Six participants (50%) said that training would aid in the successful 
implementation of Lean and 5-S. 
• If everyone was trained they would understand what it is or what it is supposed to 
do. 
• If people do not understand the process, they should be pulled aside and have the 
process explained; we should have Chuck explain it to each person. 
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• Retraining so employees understand the Lean processes. 
• We need training for the key people and we need success stories from within. 
• I would recommend doing trainings in individual work groups and using power 
points during the training. 
• The supervisors need to support it and train their employees and support them to 
get it done. 
• More training every so often to remind us and get us excited. 
• Internal training for everyone in the company. 
8) Follow through. Three participants (25%) indicated that follow through on the Lean 
and 5-S processes would help lead to a successful implementation. 
• Programs try to slip in without disruption; these programs will require a paradigm 
shift. We take one step forward and two steps back because the responsibilities 
are not defined; if we could simplify the organizational chart process it would be 
easier. It would help ifthere was follow-up and then after a period of time, do 
another 5-S project and make sure the procedures are being followed to make it 
work 
• We need to stay on top of it and make it a priority. 
9) Buy-in from employees. Two participants (17%) indicated that gaining employee 
buy-in from key individuals would be crucial to Lean and 5-S successful 
implementations. 
10) Cultural change. Two participants (17%) said that a shift in the companies culture 
must occur before successful implementation will happen. 
Interview Responses Eureka Training 
Impacts. The impacts of the Eureka Training were broken down into four categories: 1) 
implemented Eureka projects, 2) awareness, 3) possibilities, 4) team building, and 5) 
improvements. 
6) Implemented Eureka Projects. There was one project implemented from the Eureka 
training. The project was to develop a customer database through Company XYZ's 
website where customers could track their order status; this project is currently on hold. 
7) Awareness. Four participants (44%) reported an increase in an awareness of Company 
XYZ's business practices. 
• I think more open minded now and am constantly changing. 
• It made us think about what value we are supplying to our customers. 
• It got some people thinking out of the box. What can Company XYZ really do? Is 
there really anything that we can tell our customer that makes us special? The 
results we found were not what we expected. 
• It made us re-evaluate what we were really offering to customers. 
• I learned that the company needs to use new and innovative ways to keep and get 
new customers. 
• It taught the company that there is always a need for innovation and fmding new 
ways to please and serve the customer. 
• I had a personal change in perspective. 
8) Possibilities. Two participants (22%) reported there was an increase in the amount of 
business possibilities for Company XYZ. 
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• It raised a lot of possibilities and exposure to thinking about other areas we could 
go into; like other ventures, potential expansion, and foreign markets. 
• A lot of good ideas for increasing sales. 
9) Team Building. Three participants (33%) commented on the positive impact of working 
as a team during and after the Eureka Training. 
• The process and standards of the program is a good way to see everyone's views 
and sides. 
• It was good for us to go through and develop a process for brainstorming; it was 
also a good way to get others involved that usually wouldn't speak up ifthey had 
ideas. 
• It gave us the opportunity as a diversified group of people, to work as a team. 
• I really liked Eureka and thinking outside ofthe box, it also involved a few of the 
production staff and their focus is different; this made us help them realize how 
they fit in. 
10) Improvements. Three participants (33%) noted that Eureka Training had an impact on 
their current processes and led to brainstorming about improvements. 
• It was a good fit because at that time we were looking at new products. But after 
the process, the results came back that we should get better at what we are doing. 
• The most valuable learning was that it keeps the focus on what we are good at. 
We are really good at something's and not so good at others. 
• Eureka is a very good program and I think the timing was good because it helped 
us document the process. 
• It helped us improve our marketipg approach, our website was not doing us much 
good and we made some good improvements on that. 
Contributors. The contributors to the successful implementation ofthe Eureka training ideas 
were broken down into four categories: 1) support, 2) implementation teams, 3) immediate 
implementation, and 4) training. 
5) Support. Five participants (55%) said they felt that support contributed to the 
implementation ofthe Eureka ideas developed in the training session. 
• I think that it was really critical that the owner attended the training. Good 
direction from Aaron and Kelly, they talked about identifying death threats, I try to 
do that now to ensure success, but I do it on my own because everyone else is so 
busy. It was also good to sit down as a team and determine would work and what 
wouldn't work. 
• What helped in the beginning was the accountability and follow through of 
timelines and things were happening like they were supposed to. 
• Management helped me because they agreed with the approaches; their attitudes 
told me that they were on board. You could tell who was in and who was not- and 
management was in. 
6) Implementation Teams. Three participants (33%) reported that the implementation 
teams set up during the follow-up meetings contributed to the success of the Eureka 
training implementation. 
• Choosing two teams helped to divide the responsibilities for implementing the 
ideas. 
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• The people who are doing it, their experience and background are really helping 
them, that was why they were picked for the teams. 
• We followed through within the time frames in the beginning and we selected two 
ideas and the people that would be on the teams. 
7) Immediate Implementation. Three participants (33%) said that they implemented the 
ideas right away and this has helped develop the ideas created in the Eureka training. 
• We started using the ideas almost immediately after the training and I am still 
using them today. 
8) Training. Three participants (33%) said the Eureka training contributed to the 
successful implementation of the Eureka ideas to the workplace. 
• I was impressed with the training; it is a good way to get people involved in the 
brainstorming process. 
• The process ofthinking things out and working this out was helpful. 
Barriers. The barriers to the successful implementation of the ideas developed during the Eureka 
training was broken down into seven categories: 1) cOlmnunication, 2) unclear purpose, 3) time, 
4) follow-through, 5) lack of foundation, 6) management and 7) accountability. 
8) Communication. Six participants (66%) identified issues concerning communication as 
a barrier to the successful implementation ofthe Eureka ideas. 
• Ultimately, it went back to the owner ofthe ideas ofwhat to pursue, it was 
hindered by what he ultimately wanted. 
• Maybe .the people picked to be on those teams know what is going on, but no one 
else does. This is as far as it went; I don't know where it stands and I have heard 
nothing and it has been months. 
• We got busy and there was never an agenda for the meetings so I just stopped 
going. I was told by the owner that it was done. 
• Maybe the website happened, perhaps that stuff just hasn't come to light yet; but 
no one really knows. 
• Main barriers include: lack of communication and direction. 
• I don't know how much they followed through on the ideas, it has been a slow 
implementation. 
• We did not communicate much with the team. 
• They implemented several ideas and programs from the Eureka training, 
including a new program to serve customers. The customers can go online and 
check the status of their order. At least, that is what I have heard. 
9) Unclear Purpose. Seven participants (77%) reported that they did not understand the 
Eureka training process before arriving at the training, or this did not understand while 
they were participating. 
• We had support from the Eureka team, but in the first part of the training they 
hold back and we felt lost. 
• I am really bitter about the training. They brought it to us in a round-a-bout way 
and they beat around the bush. At the end ofthe day I finally understood what we 
were doing. 
• There was not enough background information on the training. We went without a 
pre-warning of what we were trying to accomplish and it was purely from a 
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marketing view. I was almost lost in the process; there was no explanation from 
management- I just got a memo that told me we were going. There was no clear 
direction of what we were doing it. 
• I did not understand the purpose when we were going there, 112 way through the 
training it clicked about what we were doing. It would have been better to have a 
clear purpose and goals before we went; once I realized what we were doing it got 
better. A lot of us thought it was training on how to make things better. 
• During the training, people hard a hard time focusing on the learning process and 
improvement- they were more focused on internal problems. 
• The purpose of Eureka was different that what we kept focusing on. 
10) Time. Six participants (66%) said that time has been a barrier in the successful 
implementation ofthe Eureka ideas. 
• We did not have enough time to do this and to go through the process. 
• Time is an issue, if we have time it goes, otherwise it is stagnant. 
• A big barrier is time; everyone is so busy that this process takes away from their 
regular jobs. We need time for the development process and time to initiate it. 
• There is not enough time and there is an offloading of responsibility. There is 
also a lack of reinforcement- we need time for each department to complete the 
process. 
• There wasn't enough time in the actual training, we need two days for this and it 
felt so rushed. 
• We don't take the time or provide the time to make this work, you need 
designated time to do this and we just don't get it. 
11) Follow-through. Two participants (22%) said that follow-through was a barrier to the 
successful implementation ofthe Eureka ideas. 
• These are good things; we just fail to follow through on them. 
• The cynicism that is born out of never following through. 
12) Lack of foundation. Four participants (44%) reported that until there is a strong 
foundation at Company XYZ, it will be difficult to implement the Eureka ideas. 
• One thing we thought would be helpful was an electronic system for customers. 
This was put on hold because the production manager was unwilling to follow the 
process; if a person changes the process then the electroni~ customer database will 
not work because it will show customers incorrect information. The delay of 
products is an issue for customers, as a company, we would not accept the late 
deadlines that we sometimes give our customers. 
• There are too many issues in the company that need to be worked out before it 
will work. 
• Really, we were set to fail because we did not have a strong foundation and there 
were too many other concerns fi'om the company before we started. 
• We could use it if we had an understanding before hand and were culturally ready 
in the first place. You can't throw people at a thing and expect something positive. 
Everyone said we were not ready, but we charged forward anyway. We need to 
fix the scheduling system before this would work. 
13) Management. Three participants (33 %) cited management as a barrier to the successful 
implementation ofthe ideas formed in the Eureka training. 
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• Upper management personnel is hard to deal with, there is a lack of respect, the 
owner takes things at face value from other management- the owner is doing a lot 
ofthings right though. 
• We came up with a scheduling process that needed to be done first, but that was 
put on hold. It is on hold because we are lacking trust from management. 
• We need to become one company, we need a culture change of how to handle the 
company; the larger we get, the more dysfunctional we are. Right now is a good 
time to start a change because our backs are against the wall and we are slower. 
14) Accountability. Two participants (22%) said that a lack of accountability was a barrier 
to the implementation of the ideas formed in the Eureka training. They said that there is 
an offloading ofresponsibility and a lack of reinforcement fi.-om management. 
New ideas for implementing the ideas developed in the Eureka training. The following is a list of 
ideas surrounding the successful implementation of the ideas developed the Eureka training: 
• Solicit ideas from everyone in the company 
• Increase the levels of communication 
• Develop processes and timelines 
• Hold people accountable 
• Create a leader or implementation coordinator 
• Use Value Stream Mapping 
• Create a strong foundation before moving on to Eureka 
Resources needed to implement Eureka training. There were six themes identified for the 
resources needed to implement the ideas developed in the Eureka training. The sub-categories 
are as follows: 1) management support, 2) time, 3) training, 4) team support, 5) outside support 
and 6) money. 
7) Management support. Three participants (33%) stated that managements support 
would be needed to implement the ideas developed in the Eureka training. 
• We need support from top management. 
• Blessing from management and support from other employees. 
• We need to know that management will support us with time, money, manpower 
and buy-in. 
• This could be very successful here, we have people who were very excited and I 
think you need a few key people to buy-in. So much we could be doing but if 
managers are not accountable then it won't work. The biggest portion of our 
company is managed by a person that is not excited and passionate about this 
process- that spells failure. I sure hope we can make it work. 
8) Time. Three participants (33%) states that time would be a valuable resource when 
developing and implementing the ideas formed in the Eureka training. 
• Time is huge. It takes a bit of time to go through and look at research. 
• We need time to implement the ideas, work on them and review them. 
• We need designated time to do this. 
• Overall, change is accepted but the biggest barrier is time is not given to 
implement and then the programs slide. 
9) Training. Three participants (33%) said that training would be helpful in 
implementing the ideas. 
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• I would thoroughly educate everyone on how it works so we all understand and 
can be supportive of what they accomplished and a part ofthe implementation. 
• I would introduce everyone in the company to the ideas and how to work with it. 
10) Team Support. Three participants (33%) said that they would need the support of 
their implementation team to be successful. 
• We need more guidance from the owners ofthe ideas. 
• We need support from the other employees on the team. 
11) Outside Support. Two participants (22%) said they would need outside support to 
successfully implement Eureka's ideas. 
• To implement the ideas we would need support from an outside web company. 
• We would need someone with the technical expertise to carry out the project. 
12) Money. Two participants (22%) said they would need money to implement the ideas . 
• We would need money to purchase the computer software. 
• I would present more ideas through the Eureka process if cost was not an issue. 
